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ABSTRACT
A human-resource crisis, if unchecked, has the potential to disrupt the service
obligations and management practices of

Australian local-government

organisations. Councils are facing a skills and knowledge void due mainly to
the imminent retirement of long-term staff. The mixed-methods study described
in this thesis used focus groups and a cross-sectional survey with a paperbased, self-completion questionnaire to provide relevant information on the
retirement intentions of local-government workers over the age of 55 years.
The primary findings from the study were obtained through analysis of the
questionnaire data using logistic regression and supported by chi-square and
Pearson’s correlation co-efficient techniques. Focus-group findings were used
to verify the literature, help construct the questionnaire and provide support for
the questionnaire findings. The study has identified influences that could
increase the work life of older council employees. Predictors identified through
a logistic regression model of a delayed retirement / continued employment
include: supportive work conditions; good health-related work productivity
(reduced work impairment); being paid appropriately; not working unpaid
overtime; and not having a retirement plan or the perception of inadequate
retirement income. Predictors of imminent retirement were years in current
council and age. Older workers’ need for social support was a dominant
construct found within the group of predictors. Development of policies by
councils to foster supportive work conditions, ensure health and job fit for
employees, reduce unpaid overtime and reduce negative perceptions of older
worker’s about their level of remuneration will, according to the current study,
help address the potential resource crisis by keeping older workers in the local
government work force longer.

KEY WORDS
Local government, retirement, retirement intentions, older workers, social
support, barriers to voluntary retirement
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CHAPTER 1

INTRODUCTION

Local governments face the impending retirement of a large number of older
employees, and a shortage of skilled people to fill the resulting vacancies. This
thesis addresses these issues by identifying the influences on the retirement
intentions of an ageing workforce using a mixed-methods study involving a
group of older council workers. Through focus groups and a paper-based
questionnaire, data was collected from 332 council workers who were 55 years
or older at the time of the study. The councils involved were located on the
south coast of New South Wales, Australia.
The retirement phenomenon is complex, with many, often conflicting factors
influencing the decisions older workers face while contemplating when to retire,
in

other

words,

their

retirement

intentions.

Current

knowledge

and

understanding of these decisions is limited (Walter et al. 2008). While there is a
large and expanding body of international literature on retirement behaviour,
Quine and Carter (2006) point out that there is a scarcity of Australian literature
on the retirement intentions of older workers, with much of the literature
consisting more of opinion than empirical findings and focusing on what older
workers are currently doing rather than their expectations and plans. The
dearth of retirement-intention literature concerning local government is
particularly evident (Hely 2005).
The need to retain older workers is growing more pressing as the baby-boomer
cohort moves into retirement. Local-government organisations, like many stategovernment departments, have an above-average-age workforce, with a large
number of skilled, long-term employees who are close to retirement (Public
Employment Office 2006). Given the current retirement trends in Australia,
local-government organisations are growing more concerned that a knowledge
and skills void may result and be difficult to fill, especially in the professional
and para-professional occupations (Red Letter Information 2005).

1

1.1

Background to the study

There are four key concerns underlying the importance of this study: current
and future demographic trends; Australia’s economic growth; complex and at
times conflicting issues faced by older workers making decisions about their
retirement; and the challenges arising from potential skills shortages which
local governments are facing.
Current demographic trends could adversely affect Australia’s economic
growth. It is forecast that over the next three decades in Australia, there will be
an increasing rate of retirement and a continued decrease in the birth rate,
where both these factors may contribute to an ageing population. Although not
yet at a critical level, a continued increase in the number of people over 65
years of age, relative to the number of people working (the dependency ratio),
may have serious implications for the ability of Australia’s government at all
levels to meet expectations in living standards for a developed nation (OECD
2005; Productivity Commission 2005; The Treasury 2010).
The slow-down in economic growth and increased government spending
associated with the ageing population are pressing problems for Australia
(OECD 2005). The Productivity Commission report (2005) asserts that these
problems can be offset by an increase in workforce participation rates in all age
groups, and particularly in the over-45-year age group, the members of which
are commonly known as mature-age or older workers.
Older workers face conflicting issues when making the complex decision of
continuing work or retiring. Push factors to retire early, such as financial
incentives and a less-than-ideal work environment, are coupled with pull
factors, such as greater freedom to pursue non-work interests and spend more
time with family and friends. However, these push/pull factors are often offset
against other requirements. With the increase in longevity, financial
considerations have now changed. What was once thought to be an acceptable
retirement income might now be less than adequate, given that the average life
2

expectancy is 79 years for men and 83 years for women (McAlister et al. 2005).
Also, work and career often form a major part of people’s lives, defining their
existence and identity. Hence retirement may not be viewed by some people as
a positive change (Jobs East 2000). In addition to such personal factors, older
workers also need to consider external factors, such as age discrimination,
access to training and career development and government and organisation
policy, when making the decision to retire or remain in the workforce.
The decision to retire at a predefined time may be the norm for many older
workers but not the case for all. Older workers may face a forced retirement
brought about by retrenchments following organisational restructures, company
take-overs or technological changes in their industry that can make their skills
obsolete (Jobs East 2000; Patrickson & Ranzijn 2003). Older workers can be
targeted for retrenchment by governments and organisations as a way to
maintain the employment balance. Historically, a high rate of unemployment in
the young would often bring about government policy designed to reduce the
number of older workers through early retirement pathways (Kohli & Rein
1991). Also, higher cost associated with older workers is cause for
organisations to promote their own pathways (redundancies, buyouts or, in the
case of councils, higher than average superannuation benefits), to reduce costs
and increase the number of more technically literate younger workers (Kohli et
al. 1991; OECD 2005)
Local government is similar to other large organisations in its need to maintain
a skilled workforce to satisfy its customers. However, unlike the private sector,
local government faces several unique problems. The first problem is the fact
that councils’ budget for any particular area is generally fixed: there is little or
no scope to pay market rates for skilled staff (Red Letter Information 2005). A
second problem is the higher-than-average age of local government
employees, up to 10 years in some groups (Red Letter Information 2005), while
a third problem is their generous superannuation scheme, which has allowed
workers to accumulate larger-than-average superannuation benefits that make
3

retirement attractive (OECD 2005). These issues clearly demonstrate the need
for a study that addresses the influences associated with retirement intentions
of older local-government workers (Hely 2005).

1.2

Purpose of the study

The purpose of the study was to inform the councils involved of predictors of
the retirement intentions of their older workers and to suggest intervention
strategies to help retain their current older workforce. A single research
question with three related hypotheses guided the study and shaped the
methodological process.
The research question was: What are the significant factors that influence the
retirement intentions of a specific group of local-government workers 55 years
and older?
The related null hypotheses, developed from the literature and focus group
findings, were:
H1: Health-related work productivity/impairment will have no significant
affect on older local-government workers in determining their future
retirement intentions.
H2: The level of social support from the organisation, management and coworkers provided to older local-government workers will have no influence
on their retirement intentions.
H3: The degree of “work centrality” in older local-government workers’
perceptions and values will have no major influence on their retirement
intentions.

1.3

Relevance of the study

This study has documented for the first time the influences on local-government
employees’ retirement intentions. The group of predictors found to be

4

associated with working longer include: having supportive work conditions;
having good-health-related work productivity (workability) (Ilmarinen &
Rantanen 1999) or no health-related work impairment (presenteeism) (Musich
et al. 2006b); being paid appropriately; not having to work unpaid overtime; not
having a retirement plan; not having enough retirement income; being a
younger age: and having fewer years of employment in the current council.
Documentation of the significant predictors affecting older council workers’
retirement intentions will provide timely input to policy creation and review, as
well as to changes to human resource management procedures that relate to
older workers.
Other findings from the study include: the significant impact that a retirement
plan and working unpaid overtime have on the retirement intention; the
identified influence on older council workers of having adult offspring still living
at home; and the importance of health-related work productivity/impairment
(work ability and presenteeism) as predictors for retirement intention.
The importance of having a retirement plan and working unpaid overtime on
retirement intention has been shown in the study to be a major issue for older
council workers: the first time these strong links have been identified.
This study has also identified an entirely new influence, adult offspring living at
home. As a group, older workers who have adult offspring living at home were
found to be significantly different from those who do not, in several key areas.
Previous literature relating to older workers’ responsibilities has focused on
dependent children and older relatives (Rands 1997; Carmichael et al. 2008).
Information from the focus groups relating to adult offspring was used in
developing the questionnaire. Analysis of the questionnaire data clearly
indicates that having adult offspring living at home has a significant impact on
older council workers’ decision to remain longer in the workforce.
This is the first time work ability and presenteeism (work impairment) have
been employed in the same questionnaire; while the main reason for including
5

both constructs in the study was to provide greater reliability, it has also
provided new insight into the use of the two measures. In the literature, work
ability was shown to provide an indication of retirement intention and was
therefore included in the current study. The closely related concept of
presenteeism had not previously been used as an indicator for retirement
intentions. The current study clearly demonstrates that presenteeism, like work
ability, significantly enhances the understanding of retirement intentions. A
related finding associated with the previous discussion involves the
interchangeability of presenteeism and workability in the logistic regression
model.
Work ability and presenteeism are similar constructs in that they define a
person’s level of productivity in the work place given their current mental or
physical health status. Work ability describes health-related work productivity
(Ilmarinen & Toumi, 1992, cited in Ilmarinen & Rantanen 1999), focusing on
workers’ productive capacity. Presenteeism on the other hand, concentrates on
workers’ inability (degree of impairment),to do their job due to physical and
mental health issues (Musich et al. 2006b)

1.4

Context of the study

The study was conducted with the approval and support of six local
government organisations, which form part of the Southern Councils Group,
located in the Illawarra, South Coast and Southern Highlands regions of New
South Wales, Australia. Within this group of councils there are four rural and
two regional council areas. These councils were selected because they were
convenient for and accessible to the researcher, employed enough older
workers for reliable statistical analysis and were suitably homogenous.
The collection of data for the study started in February 2008 with five focus
groups from three of the councils. The questionnaire was disseminated
between May and July 2008, at a time when issues surrounding the ageing
population, and especially Australia's ageing workforce, were still on the
6

Federal Government's radar. However, by the end of July 2008 the global
financial crisis had taken centre stage, swamping the demographic workforce
issues. It is important to note that the questionnaire was completed before the
effects of the global financial meltdown were manifested, which therefore did
not influence the results.

1.5

Structure of thesis and overview

The thesis is divided into seven chapters including this introduction. Chapter 2
begins with a review of research, reports and other documents associated with
older workers, especially those working in a local-government organisation.
The review then narrows to issues related to retirement intentions for older
workers. It will be shown that retirement intentions can be presented according
to two main themes; promoters of continued employment and barriers to
continued employment.
Chapter 3 discusses the rationale for the research question. It explains how the
question was developed from key aspects of the literature review and personal
discussions with council managers and how the associated hypotheses were
developed to clarify support and answer the research question.
Chapter 4 provides a detailed account of the methodology and processes
involved in conducting the research. Areas covered include: selection of the
population and sample; a discussion on the suitability of a mixed-methods
approach using focus groups and a paper-based self-completion questionnaire;
techniques to analyse the data through the development of themes found in the
focus-group data; and statistical analysis of the questionnaire data using
logistic regression as the main inferential statistical technique.
Chapter 5 covers the analysis of the data collected from the focus groups and
questionnaires. A review of the sample and population information shows a
high degree of validity between the two groups regarding their demographic
characteristics. Findings are presented for descriptive and inferential statistics
7

and include: chi-square test for independence; Pearson’s correlation
coefficient; and factor analysis to provide support for the logistic regression
analysis. The logistic regression analysis identifies a group of significant
predictors of a longer work life, as well as a probability equation that indicates
the likelihood of early (in the next five years) or late (after five years) retirement
for each case in the sample.
Chapter 6 discusses the key findings from the previous chapter in light of the
literature review. The two key areas (promoters of and barriers to continued
employment) identified in the literature review, focus group and questionnaire
analysis are woven together to help interpret the findings presented in Chapter
5. A third construct (barriers to voluntary retirement) is proposed to help explain
the logistic regression findings and is presented as part of the Predictors of
Retirement Intentions model (PRIM). The eight significant predictors identified
from the logistic regression analysis form the core of the discussion. Finally,
results from the probability equation are discussed in terms of whether those
groups show a significant relationship with either earlier or later retirement. One
key finding from this area is the potential change in the demographics of the
older working population if the current status quo of council-employee
retirement continues.
The final chapter concludes the study by drawing together the most important
findings, identifying the limitations and future research directions and
discussing the practical application of the insights in Chapter 6 for local
governments. Recommendations are provided where appropriate, taking into
account the unique characteristics of local-government organisations and their
older work force.
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CHAPTER 2
2.1

LITERATURE REVIEW

Introduction

The literature review set out in this chapter provided a solid foundation on
which to build the study presented in this thesis. The review of relevant and,
where possible, recent literature (incorporating research, books, reports and
informed comment by experts on the work and retirement issues facing older
workers) was undertaken prior to data collection, and during and after data
analysis. Electronic databases, popular media sources and texts specific to
retirement and work were used in building the information base for this study.
The main objectives of the review were to: identify gaps in the literature,
helping to focus the study question; provide questions for inclusion in the
questionnaire; and help place the findings from the focus groups and the
questionnaire in the context of previous research.
The literature review is structured to provide an overview of the main issues
related to older workers’ (those over 45 years of age) decisions about when
they retire, that is, their retirement intentions. It begins with demographic data
on the ageing Australian population and a review of approaches to an ageing
workforce by national, state and local governments. This is then followed by a
section defining retirement and retirement intentions and a synthesis of theories
generated to explain the complex nature of retirement. The final section covers
literature on the issues that have an influence on retirement intentions,
identifying a more focused set of predictors regarded as either barriers or
promoters of continued employment.

2.2

An ageing Australian population: workforce issues

The combined effects of an ageing population and a declining fertility rate are
skewing Australia’s age demographics towards the older age groups (OECD
2005, p. 30). The OECD (2005) reports that “the proportion of the population
that is 65 years and older is projected to increase from 12.8% in 2003 to
9

around 27% in 2050” (p. 30). The old-age dependency ratio, which in 2000 was
5 people of working age for every person over 65, will increase to 2.7 to 1 by
2050 (The Treasury 2010, p. viii), placing a substantial burden on the labour
market and slowing down economic activity (OECD 2005; The Treasury 2010).
However, this situation should not be regarded as an unmanageable crisis. A
report by the Australian Productivity Commission (2005), although clearly
recognising the issues and future problems associated with an older
population, concluded that if steps such as increasing workforce participation
are taken now, Australia is in a good position to cope with the changing
demographics.
According to the Productivity Commission report (2005) and restated in the
latest Intergenerational Report (The Treasury 2010), productivity gains through
improved efficiency and innovation and increases in the number of people
participating in the workforce will provide the best way to maintain Australia’s
economic growth. Population growth, another factor in economic growth, is
considered by the Productivity Commission to be less effective. An increase in
immigration will help, although to achieve substantial change in age
demographics, the increase in population would need to reach levels that may
be unsustainable (Productivity Commission 2005). Compared to other OECD
countries, Australia’s workforce participation rates are ranked in the middle
(Productivity Commission 2005).
Participation in the workforce for older men is continuing to fall, although this
trend is now slowing (OECD 2005). The decline in the older-male participation
rate is completely offset by the rising participation rates for women (ABS 2004).
This being the case, there still exists a significant difference in the number of
older men and women working, “leaving a large under-utilised labour reserve
among women, especially among older women” (OECD 2005, p. 41).
Increasing the workforce participation rates of older Australians will require a
multifaceted approach to encouraging retirees to return to the workforce and/or
10

enabling older workers to postpone their retirement. According to the ABS
(2008a), of those retirees wanting to return to work, 43% stated financial issues
were the main reason, while 33% were bored and needed something to do and
15% stated that an interesting opportunity had presented itself (ABS 2008b).
Organisations and governments will need to work on unravelling what older
workers intend to do in relation to their retirement.
Governments of developed countries are becoming increasingly concerned
about the ageing population and declining birth rate, which, if not checked, may
lead to lower productivity from business and increased pressure on limited
government support for age-related spending (OECD 2005, p. 29). All levels of
government in Australia are involved in and working toward a long-term
strategic plan that will ensure the sustained productivity of and commitment to
its ageing population. Australia, according to the previous Howard government,
is in a strong position to meet future economic demands (DoHA 2001).
2.2.1 National government approaches to an ageing population
The Australian Federal Government has implemented several initiatives. The
National Strategy for an Ageing Australia provides a broad framework for
addressing issues facing older people and demographic change. The strategy
also provides leadership by identifying a set of principles, goals and actions to
guide responses by government, business, the community and individuals
(Bishop 1999). Also, a national research framework for productive ageing has
been developed in conjunction with the Department of Health and Ageing,
National Seniors and the University of the Sunshine Coast. “The 2005-2007
research frame-work for productive ageing is strategic to national ageing public
policy priorities. The Australian Government recognises ageing as a national
research priority for Australia under the goal of promoting and maintaining good
health” (National Seniors 2005, p. 9).
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The need for strong Federal Government involvement in the issues of an
ageing population, especially through local-government infrastructure, was
clearly stated in a speech by Ian Chalmers, Chief Executive of the Australian
Local Government Association (ALGA). Chalmers (2004) made it clear that the
ALGA would need to make Australia’s changing demographics a high priority.
Another Federal Government initiative is the Australian Local Government
Population Ageing Action Plan 2004–2008, which has been developed by the
ALGA to help build local-government capacity to meet the specific opportunities
and challenges of an ageing population. One example of the plan’s output is
Boldy, Horner and Anthony’s (2006) paper, which, among other things,
provides a discussion of the issues faced by local government authorities and
their ageing populations. Although broad in its approach, the plan does call for
the development of a series of check-lists that detail “the impact of population
ageing issues on the different disciplines within local government” (Australian
Local Government Association 2004, p. 8).

2.2.2 State and local government approaches to an ageing workforce
The NSW State Government has also taken an active role in addressing the
needs of organisations in relation to how the ageing population is increasing
skills shortages. One such action has been the establishment of the Training
and Professional Skills Shortages Taskforce by the NSW Department of Local
Government which surveyed the skills shortages in NSW local government
(Red Letter Information 2005).
The Training and Professional Skills Shortages Taskforce was established to
help address “current and projected skills shortages in key professional areas
of employment in local government and to encourage retention of existing
qualified professional staff in local government” (Red Letter Information 2005,
p. 3). The Red Letter Information report was used to provide a snap-shot of the
current situation within NSW local government organisations. Some of the key
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findings were: a higher mean age for councils’ workers when compared to the
rest of the workforce; a skills shortage reported by most councils; lack of
strategies

to

address

older-worker

retention;

and

flexible

workforce-

management practices in many councils (Red Letter Information 2005).
Information from the Red Letter Information report was disseminated in a
conference paper presented at Batemans Bay in October 2005. Hely (2005)
stated in this paper that 40% of public servants would be at retirement age in
the next decade. He also stated that public authorities have an average
workforce age that is well above the current Australian average. This fact was
also confirmed in a Public Employment Office report (2006, p. 9) on retirement
intentions of state-government employees, which found they were on average
10 years older than the wider Australian workforce. This age factor may result
in a sudden exodus of large numbers of public servants to retirement (Public
Employment Office 2006), resulting in a potential loss of knowledge and
experience among councils (Hely 2005). Given the declining numbers of
younger persons entering the labour market (OECD 2005), the retention of
older workers will become increasingly important as a source of labour (OECD
2005). Accordingly, Hely (2005) argues that councils will need to develop
strategies to manage their ageing workforce. This need was clearly echoed in
the Public Employment Office (2006) report.
Hely (2005) also reported on strategies to encourage older local-government
workers to remain in the workforce, such as a simple survey of older council
workers to determine their retirement intentions and priorities, and what factors
would encourage them to remain or rejoin the workforce at a later date. Hely
(2005) advocates that not only will such a survey provide valuable information
to councils, but will indicate to older workers that council values their views and
contributions. Agarwal and De Groote (1998) indicated a similar research
strategy. However, few councils have undertaken this research. Only eight of
the 232 councils (3.5%), that took part in the 2005 Ageing Awareness and
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Action Survey (Australian Local Government Association 2005) indicated they
undertake staff surveys to determine retirement plans of their employees.
2.2.3 Workforce implications for a local-government context
The retirement decision, discrimination, skill maintenance and the need for
continuity of life situation through work-role attachment affect the majority of
older workers to the same degree regardless of industry sector. However, the
higher average age of workers in local government, compared to the Australian
worker average (Hely 2005) will require more urgent attention from councils.
The Southern Councils Group (SCG), the peak organisation representing local
government in the Illawarra and South Coast regions, acknowledges the unique
nature of councils when it comes to the maintenance of employees.
Consequently, the SCG has developed the Skills Shortages in Rural and
Regional NSW Inquiry (SCG 2005) for the Legislative Council Standing
Committee on State Development. This submission addresses skill shortages
in councils and the broader local communities of the Illawarra and South Coast
regions. Key initiatives proposed in the SCG submission that relate to this
literature review include: conducting a survey on councils’ policies and
practices for the retention of older workers and for attracting and retaining
women employees; and the implementation of a workforce planning tool to
provide a better understanding of semi-retirees’ part-time and casual work
expectations and how to retain existing workers and semi-retirees (SCG 2005).
As indicated by the literature cited previously, governments at all levels are
encouraging research into organisational policies relating to older workers
(Bishop 1999; Hely 2005; National Seniors 2005). However, the current
literature review has revealed relatively little research on the ageing workforce
in the local-government context, and no research at all related to work
impairment and a person’s retirement intentions in local government. The study
described in this thesis was designed to address this lack of information. Due to
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the differences in structure and demographic makeup in local government and
private organisations (Flynn & Tannenbaum 1993; Itzin & Phillipson 1994),
there is a need to investigate council-specific situations that may help to
minimise current skills shortages and address the needs of older council
workers. However, at this point, a review of definitions of retirement and
retirement intentions is required along with a review of the theories used in the
literature to help understand the choices (or lack of) older workers have when
contemplating the work / retirement decision.

2.3

Defining retirement

Defining retirement has been a challenge for researchers and government
policy makers due to the ambiguous and complex nature of the retirement
concept (Ekerdt & Deviney 1990; Beehr & Bennett 2007). While Ekerdt &
Deviney (1990) believe a specific definition is important for research on
retirement, this study is focussing on retirement intentions rather than actual
retirement behaviour. Hence there is less need for a prescriptive definition but
rather an understanding of the term retirement and the criteria used to define it.
Until recently, retirement has been viewed and studied as a single event, where
people are productively employed one day and removed from the workforce the
next, a “cliff edge” (Smith, cited in Platman 2004, p, 183). While this scenario is
still a reality for many retirees, it is quickly becoming a thing of the past.
Retirement is now being seen as a process that can continue over several
years (Beehr & Bennett 2007, p. 278). It is therefore difficult to provide an
overarching definition of retirement. Kolodinsky, Avery and Pelch (1995)
highlighted several criteria for defining full retirement including: self-reported
retirement, complete labour-force withdrawal, receipt of a pension or social
security income, working fewer than a given number of hours per week or a
combination of the above (p. 34). However, if retirement is viewed as a
process, these more-traditional retirement definitions may no longer be
workable. Feldman’s (1994) definition may be more appropriate.
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“Retirement is the exit from an organisational position or career path of
considerable duration, taken by individuals after middle age, and taken with the
intention of reduced psychological commitment to work thereafter” (p. 287).

This particular definition allows for a degree of flexibility in the retirementdecision process where older workers are able to disengage from a career
position but still remain in the workforce. However, Feldman’s definition is not
adequate when forced or involuntary retirement is taken into consideration.
Poor health of older workers and organisational restructures coupled with skill
obsolescence can, through discriminative practices, shut older workers out of
re-employment and into early retirement (Jobs East 2000; Dorn & Sousa-Poza
2010).
Self-reported retirement, where the worker decides his or her current
occupational status, is another way to define the break between work and
retirement. While subjective in its operational use when compared to the more
objective researcher defined definitions, it can still provide a valid reference for
researchers. “The proper contrast is not the subjectivity or objectivity of
assignments to the retirement status but the source of the assignments – selfdefinition vs. investigator definition” (Ekerdt & Deviney 1990, p. 216). For a
study involving retirement intentions of currently employed workers, selfdefinition of a future action can be an acceptable measure (Beehr & Bennett
2007)
Retirement intention is defined as a person’s decision to retire at some future
point in time and is expressed as a specific date or period of time, such as; July
1 or within the next two years. Studies using retirement intentions as a
measure, according to Beehr and Bennett (2007) “are viable sources of
information about retirement decisions” (p. 281).
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2.4

Theoretical constructs relating to retirement and older
workers

Given the exploratory nature of the research being undertaken in this study it
was not considered appropriate to single out any specific theory for special
attention. Wang, Zhan, Liu and Shultz (2008) posit that due to the complex
nature of the retirement decision no single theory can account for all possible
variables, and each theory provides possible “valid hypotheses or explanations
for only a specific scope of relationships or developmental trends” (p. 828).
However, the theory of the human need for occupation (Wilcock 1993) helps
explain why people occupy their time with work and non-work activities.
According to Wilcock's theory, humans are occupational beings, and the need
for occupation is innate in all humans. In this theory the term occupation is
used to describe all “purposeful use of time, energy, interests and attention in
work, leisure, family, cultural, self-care and rest activities” (Wilcock 1998, p.
26). Wilcock maintains that the need for meaningful occupation is central to
health and survival. However, she also acknowledges that occupation is not
possible without the primary human drive and a level of health that allows for
occupational pursuits (Wilcock 1998). The theory of the occupational nature of
humans can explain why workers continue to occupy their time in jobs that are
uncomfortable or have low status. It could also be used to explain the need for
bridge employment or phased retirement.
Older workers considering retirement will need to satisfy each of the three key
aspects of Wilcock’s theory; health, survival and occupation. Ensuring a level of
income in retirement, to meet the basic requirements and allow for occupational
pursuits and maintain an appropriate level of health, may influence the worker
to remain in the workforce longer, either in a full time or part time arrangement.
Given adequate income for retirement, older workers who have a strong workrole-attachment may elect to remain in the workforce longer to maintain
meaningful activities. Moreover, those who choose retirement will need to have
in place purposeful activities to help replace those lost due to retirement. The
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theory could also be used to understand why older workers who have lost their
job through retrenchment or some form of involuntary retirement have trouble
dealing with the resulting life changes (Jobs East 2000).
More specific theories have been developed to account for the changes that
ageing workers encounter (Wang et al. 2008). Atchley’s (1989) continuity
theory is the most widely used by commentators on retirement and retirement
intentions (Reitzes et al. 1996; Jonsson 2000; Kim & Feldman 2000; Schmidt &
Lee 2008; Wang et al. 2008). Atchley posits that continuity is dynamic rather
than fixed or unchanging. A dynamic view starts with a structure or framework
that is built up over time and is tied to one’s culture. Within this structure
continual changes can occur. “Adults are drawn by the weight of past
experience to use continuity as a primary adaptive strategy for dealing with
changes associated with normal ageing” (Atchley 1989, p. 183). Continuity
theory has been used to explain why some older workers choose full retirement
while others choose some form of continued work after retirement, such as
“bridge employment” (Doeringer 1990, cited in Feldman 1994, p. 286) in the
same organisation or in a different organisation (Kim & Feldman 2000). Wang
et al. (2008) also put forward continuity theory as a way of understanding the
antecedents of bridge employment. Atchley's (1989) theory of continuity
suggests that older workers who wish to maintain daily structure and continued
work involvement will be more likely to accept bridge employment as a way to
maintain such links.
Work-role attachment theory (Taylor & Cook 1995) suggests that the degree to
which individuals are committed to their work role influences their decision to
stay in the workforce. “The theory allows for multiple commitments to both
social (i.e. family, leisure, etc.) and work (i.e., career, organisation, etc.) roles
and specifies role attachment as the mechanism that links these variables to
retirement decisions” (Adams 1999, p. 233). Adams, et al. (2002) applied workrole attachment theory to retirement decision-making by empirically testing the
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three variables (job involvement, organisational commitment and career
commitment) related to work-role attachment.
Role attachment and continuity theories are not exclusive of one another but
help to support the other’s claims in regards to understanding the decisions
older workers make regarding retirement and work. Older workers with a high
degree of work-role attachment in the form of organisational commitment are
less likely to retire, and would therefore seek continuity in their work role
through continued work or post-retirement work in the same organisation
(Adams et al. 2002). On the other hand, older workers with lower work-role
attachment may maintain “external continuity” (Atchley 1989, p. 185) once
retired, through an expansion of non-work-related roles such as family
involvement or leisure activities (Taylor & Cook 1995).
A third theory suggested by Wang, et al., (Wang et al. 2008) as being important
to retirement and retirement decision-making of older workers is life course
perspective (Elder 1995; Elder & Johnson 2003). According to Wang et al.
(2008), life course perspective “articulates the importance of contextual
embeddedness and interdependence of life spheres and emphasises the
influences of individual attributes, job-related psychological variables and
family-related variables in retirement-related decision-making” (p. 820).
According to a life course perspective that takes into account individuals’
whole-of-life experiences, situations that have affected people’s past will
continue to affect their future (Elder 1994, cited in Cooke 2006). To illustrate,
Cooke (2006) argues that policies aimed at the retention of older workers are
ineffective because they do not treat the life course as a whole, “including the
relationships among earlier and later life-course events and between the
domains of work and education, health, and family” (Cooke 2006, p. 397). A life
course perspective provides a sociological view of the retirement-decision
process, incorporating both work and non-work variables in an attempt to
explain a person’s exit from the work place.

19

Another sociologically oriented theory is social identity (Tajfel, 1998; Tajfel &
Turner 1979, cited in Gaillard & Desmette 2008), which states that an individual
needs to achieve a positive self-image that is either a positive personal identity
or a positive social image. Being labelled an older worker, could create a
negative self image for some people and lead them to make life changes that
would allow them to identify with another group that has less-negative
stereotypes, such as retiree (Gaillard & Desmette 2008). Social identity and life
course perspective theories help to explain how individuals respond to societal
values, norms and conventions when considering the retirement decision.
“Such schemes reproduce our culturally constructed notions of when it is
appropriate to leave the labour market” (Jensen 2005, p. 664).
Another more general theory relating to the labour market which has been used
to understand and alleviate the risks associated with retirement is the theory of
transitional labour markets (TLM) Schmid (2002; 2006, cited in Hartlapp &
Schmid 2008).
“The TLM approach aims at establishing institutional arrangements that
support both flexibility and security (Flexicurity) in order to provide stepping
stones to move from precarious to stable jobs or establishing bridges to
overcome discontinuities during the life course” (Schmid 2006b, p. 114)

TLM describes critical phases in an individual's working life that regulate the
interface between employment and social security during transitions such as
education to employment, job to job and employment to retirement. Specific
risks are associated with each of these transitions and future income, status
and career opportunities are set for the individual during critical events and
transitional phases of working life (Hartlapp & Schmid 2008).
Schmid (2006b) identifies four principles of TLM which can be used to help
reduce the risks associated with the retirement process. The first is the
organisational principle whereby both employees and employers adapt to the
challenges of the changing environment through a flexible work situation. Older
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workers could benefit from a greater number of work choices and ongoing skill
development. The second principle is empowerment where social rights or
entitlements empower individuals to act as autonomous agents and allow
choices between different employment status. The third principle is cofinancing; financial provisions that support cost sharing between public and
private actors. Under this principle, the organisation works with employees and
government to ensure the financial viability of older workers and retirees. The
final principle is cooperation where public-private-partnerships in the provision
of employment services focus on both unemployed and those workers at risk of
unemployment or who may be undertaking risky transactions in their life course
such as retirement for older workers.
Theories that are more pragmatic include utility theory and the role of
“structure” and “agency”. Utility theory has been used by Webber and Smith
(2005) to explain why some people (e.g. teachers and nurses), given the size
of their early-retirement incentives, may be more inclined to leave the workforce
before others (e.g. small-business owners) who have less access to early
retirement schemes. Higgs et al. (2003) argue that an understanding of
conditions of retirement such as the provision of an early-retirement scheme
(structure) and their effect on individuals’ retirement decision (agency) is critical
to a thorough understanding of those issues.
In summary, the complex nature of the retirement decision has given rise to a
range of theories to help explain the process of retirement. The occupational
theory of human nature is a general theory that helps to explain the underlying
concept of work and human occupation. Continuity theory, role attachment
theory, social identity theory, life course perspective and TLM provide a more
general, over arching view of retirement and retirement intentions. Utility theory
and the concept of structure and agency provide a pragmatic approach to
retirement and retirement intentions. Table 2.1 provides a summary of the
various theories associated with work and retirement and identifies situations
where the theories may apply.
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Table 2.1: Theories associated with work and retirement
Central Concept

Importance to the retirement /
work decision

Occupational theory of human nature – (Wicock 1998)
•
•

•

•

Humans are occupational beings
•
As well as providing basic survival needs,
“occupation allows people to evolve and
adapt as occupational beings according to
the environment and cultural values” (p. 34)
“Differences in the degree of capacity which
frees people from the instinctive and
functional constraints of most animals are
central to the particular occupational nature
of humans giving them their apparently •
strong drive to engage in daily new or
adventurous occupations and to undertake
unwelcome
or
unenjoyable
activities
according to sociocultural expectations”
(p.33).
There is a three-way link between
occupation, health and survival. Healthy
survival is the primary role of the brain of the
human species and is the centre of
occupational theory of human nature. It is a
brain that continually activates humans’
particular mix of characteristics and
capabilities
through
engagement
in
occupation. It is an occupational brain and a
healing brain. Human needs are met
through occupation and humans need to be
mentally and physically healthy to carry out
occupation (p. 36).

Occupational theory of human
nature is an underlying theory
that can be used to explain the
decisions older workers make in
relation
to
retirement
or
continued work. This theory
provides a base on which other
theories
associated
with
retirement can be applied.
According to the theory, a
person’s health, survival and
occupation
are
intrinsically
linked. Being fit and healthy for
older workers is critical in
satisfying their occupational
needs. In turn occupational
pursuits be it paid work or other
will help to maintain both
physical and mental capacities.

Work role attachment theory – (Taylor and Cook 1995)
•

The degree of role attachment •
whether to work, family, social or
other will have a bearing on a
person’s employment decision

Older workers who have a strong work roll
attachment have been found to be more
likely to remain in the workforce. Those that
have a lower work role attachment are less
likely to remain in the workforce (Adams et
al. 2002).
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Central Concept

Importance to the retirement / work
decision

Continuity theory of ageing – (Atchley 1989)
•

Continuity theory is dynamic •
rather
than
static,
where
individuals build new situations
from past experiences. By
maintaining a link with the past
people are better prepared for
the challenges of the future.

Continuity theory has been used by several
ageing workforce commentators to help
explain why older workers may chose
bridge employment over full retirement or
why others would chose to continue full
time work (Wang et al. 2008)

Life course perspective – (Elder 1995)
•

•

The
events
throughout
a •
person’s life need to be taken
into consideration to gain a •
better understanding of future
choices that may be available to
them.
Decisions made in the past will •
impact on the future.

Choices available to older workers are often
limited by past decisions.
Older workers wishing to remain in the
workforce and take on some form of part
time work may be limited given their out
dated skill set.
Older workers may also have limited
opportunities to retire given their financial
situation which can be a reflection of past
choices (Cooke 2006)

Transitional labour markets – (Schmid 2002)
•
•

A theory relating to the work life •
of individuals and organizations.
TLM identifies critical junctures
created when people move in •
and out of employment. Risks
associated with these life
changes are identified and
bridges built to help span the
change events, such as moving
from paid work to retirement.
•

TLM helps in identifying the risks
associated with the change from work to
retirement.
For people moving into retirement, TLM
advocates income replacement and the
provision of structures like the government’s
pension bonus scheme (OECD 2005) and
individual council schemes such as the preretirement contract to help bridge the divide
between work and retirement.
TLM can also be used to support older
workers who wish to remain in the work
force. Skill enhancement through retraining
and flexibility in hours worked can be
provided to help maintain employability
(Schmid 2006b).
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Central Concept

Importance to the retirement / work
decision

Social identity theory – (Tajfel 1998)
•

Social identity theory provides •
a way to understand people’s
actions and decisions. The
theory proposes that an
individual needs to achieve a
positive self-image that is
either a positive personal
identity or a positive social
image. People will chose to
identify with groups that are
perceived
to
have
less
negative stereotypes.

Given the prominence of ageism in most
Australian organizations, workers would be
keen to distance themselves from the term
older worker, choosing instead to retire and
be associated with retirees, thereby aligning
with a more socially acceptable group
(Gaillard & Desmette 2008)

Structure and agency
•

The concept of structure and •
agency helps to explain
specific decisions made by
individuals. Structure refers to
processes acting upon an
individual while agency is the
decision made by the individual
in response to the processes.

Structure and agency help to clarify the
retirement decision in practical ways.
Organisations can provide incentives to older
workers to encourage them to stay in the
workforce, however, such offers can be
accepted or rejected given the agency held
by older workers (Webber & Smith 2005).

Utility theory
•

•

Utility theory like structure and •
agency provides a pragmatic
approach to understanding the
reason behind the decisions
people make.
Utility theory states that a
person will chose a course of
action that provides them with
the greatest benefit.

Utility theory can be applied in many ways to
the decisions made by older workers in
relation to work and retirement. For example,
people will be more likely to leave the
workforce early given a substantial
superannuation payout over someone with
less (Higgs et al. 2003). Utility theory could
also explain why organizations and older
workers are reluctant to enter into skill
enhancement programs given the perceived
lack of benefit of either group.
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2.5

Employment related issues that influence retirement
intentions

Upon reviewing a substantial amount of literature, it appears the constructs that
influence an older person’s retirement intention can be grouped into two key
categories: barriers to and promoters of continued employment. These two
areas are discussed in the following section.
2.5.1 Barriers to continued employment
The consequences of job loss are more severe for older workers, as
“unemployed

older

workers

usually

experience

longer

durations

of

unemployment mainly because the re-employment chances decline with age”
(OECD 2005, p. 55). VandenHeuvel (1999) also highlighted this situation,
finding that older workers are among the first to lose their jobs in an economic
downturn and last to gain employment when times are better. She argues that
unemployment in older workers is higher than recorded unemployment
statistics would show, positing that as older unemployed workers stop looking
for work, they are therefore not included in the unemployed statistics and
become part of “hidden unemployment” (VandenHeuvel 1999, p. 16). Several
barriers including: ageism and discrimination; age (especially perceptual age);
and poor health are discussed in the following sections.
Ageism and discrimination
Discrimination based on a person’s age, like other discriminatory acts, is illegal
in many westernised countries including Australia (Bennington & Wein 2000,
cited in Patrickson & Ranzijn 2003). Nevertheless, the literature reveals that
age discrimination is rife in Australian organisations as well as being a global
issue (Agarwal & De Groote 1998; Taylor & Walker 1998b; VandenHeuvel
1999; Jobs East 2000; Patrickson & Ranzijn 2004; OECD 2005). Walker (cited
in Taylor & Walker 1998a, p. 642) calls this type of discrimination “institutional
ageism”, an implicit organisational policy, applied in practice, not stated in
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words. Examples of specific age discrimination for older workers include:
inability to access training and skills development; being overlooked for careerdevelopment opportunities; being targeted for redundancy or early retirement
when firms are reducing staff numbers; and having reduced opportunities for
gaining employment when times are better and organisations are recruiting
(Taylor & Walker 1998b; VandenHeuvel 1999; Cully et al. 2000; Patrickson
2003; Ranzijn et al. 2003).
Older workers find it difficult to compete with younger members of the
workforce when it comes to promotion and re-employment options. Older
workers face a self-fulfilling prophecy about their productive capacity, by being
excluded from essential training and career-development opportunities, such as
challenging projects (Griffiths 1997). However this view is not totally supported
by the Red Letter Information (2005) report, which found a lack of interest
among older employees in taking up council initiatives, due to the commitment
required or the perceived lack of financial reward.
Older women are affected by discriminatory practices, particularly when trying
to re-enter the workforce. Encel (1998) describes discriminatory practices
against women as a “double-edged sword” (p. 44), whereby age and gender
combine to disadvantage older women in their attempts to rejoin the workforce.
Arber and Ginn (1995, cited in Encel 1998) refer to this as “gender ageism” (p.
45).
Ageism, which refers to discriminatory attitudes held by society and expressed
as negative stereotypes toward older people, can permeate the organisational
boundary and be applied to older workers (Roscigno et al. 2007). According to
these stereotypes, older workers are harder to train, less adaptable, more
costly and less productive, have a declining mental capacity and are
unmotivated when compared to other working age groups (Agarwal & De
Groote 1998; Jobs East 2000). These views were also echoed in the Business
Work and Ageing report (2003), which emphasised that such stereotypes, while
mostly unfounded, shape many of the decisions that human-resource
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personnel make. While most organisations would outwardly promote, at
minimum, a neutral stance on ageism there can be a more implicit or tacit
undercurrent of ageism from individual staff. Managers in particular can enforce
or waiver policy, given their discretionary powers. Such actions are often
undertaken under pretence of maintaining business productivity or profitability
(Roscigno et al. 2007). Even the most supportive and well meaning managers
can inadvertently perform discriminatory acts through preconceived attitudes
regarding older workers. Holding back challenging work situations or not
allowing older workers to act in higher duties are two examples. Such ageist
management practices can lead to perceived discrimination of older workers
with negative consequences to health, well-being and occupational behaviour
(Marshall 2007).
Brooke (2003) dispels many of the myths surrounding older workers by
calculating the cost/benefit ratio of older workers as compared to younger
workers. The “estimated benefits per older worker compared to the rest of the
workforce was calculated to be $1,956 per year” (Brooke 2003, p. 277). Further
benefits of employing older workers, as identified by Brooke are: having a
workforce that reflects the organisation’s customer base; avoidance of skill
shortages exposed through the projected demographics of an ageing
population and a decline in fertility rates (OECD 2005); and the maintenance of
corporate experience that aligns with the organisation’s objectives. Another
study by Kern, Holmes and Linder-Pelz, cited in Jobs East (2000), describes
other benefits, including a reduction in staff turnover, absenteeism and sick
leave, and a lower cost for retaining, redeploying and re-skilling experienced
people than for recruiting new staff.
The work by Brooke and others in identifying the positive benefits of retaining
older workers is important to my study and its underlying thesis. The positive
benefits, including financial, gives weight and helps to legitimise the need for
my study. It also supports the need to better understand the issues surrounding
the work/retirement decision and the needs of older workers, especially specific
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groups like local government workers. However, the existence of benefits for
retaining older workers, while important and should be clearly stated, may not
be enough given the ageist attitudes and discriminative behaviours against
older workers.
Age
In 2008, the average age Australian workers intended to retire was 63 years
(64 years for men and 62 years for women) (ABS 2008b, p. 7). Actual
retirement age is slightly lower, which was shown by ABS (2008b) to be 60.3
years - 61.5 years for men and 59 years for women. Jackson et al. (2006), in
their review of literature relating to 11 eastern and western European countries
in 2001, found that older workers wanted to retire one to three years before
their actual retirement age, which was one to three years below their expected
retirement age. They found few (retirees) achieved their preference for an early
exit, but equally few worked as long as they expected or perhaps needed to
(Jackson et al. 2006).
People’s age can influence their retirement intentions, with older workers being
more likely to leave the workforce (Adams & Beehr 1998; Brougham & Walsh
2005; Kooij et al. 2008). However, age can be measured or defined in a
number of ways. Cleveland et al. (1997) defined two types of age measures:
“person-oriented” and “context-oriented” (p. 239), while Sterns and Doverspike
(1989, cited in Kooij et al. 2008) identified five different approaches to
conceptualising ageing of workers: chronological or calendar age; functional or
performance age; psychosocial or subjective age; organisational age; and the
life-span concept of age. Defining different age measures allows a more
focused review of the impact of age on retirement intentions.
Perceptual age measures account for variance in workers’ self-rating of
retirement intentions and health and their manager’s ratings of their health and
promotability (Cleveland et al. 1997). Perceptions by self and others were
found to be as important as or even more important than chronological age in
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affecting employment outcomes and when it is appropriate to retire (Cleveland
& Shore, 1992, cited in Cleveland et al. 1997; Jackson et al. 2006). Kooij et
al.’s paper (2008), which looked at 33 studies of age measures and motivation
to

continue

work,

found

that

cognitive

abilities,

self-perception

and

organisational age have an influence on continuing work, while calendar age,
physical health, social perceptions and life-span age were found to influence
termination of work. Discrepancies between chronological age and perceived
age are indicators of stress. Such stress can increase people’s feelings of
being older, while support mechanisms can make them feel younger (BarnesFarrell & Piotrowski 1991). Age and health are closely linked. As people age,
there is often an increase in the number of long-term conditions including
cardiovascular disease, diabetes and arthritis which may limit their ability to
participate productively in the labour force (ABS 2008a).
Poor health
Health issues for older workers and their spouses have a major bearing on their
retirement intentions (Brougham & Walsh 2005; Jackson et al. 2006; Warren
2006; ABS 2008a). According to the ABS's Retirement and Retirement
Intentions report (2008b), illness, injury and disability are the most likely
reasons after age for retirement, with 29% of men and 19% of women over the
age of 45 years providing these reasons for retirement (ABS 2008b). It could be
argued that illness, injury or disability are forms of forced retirement, like being
retrenched or dismissed or having to care for another person who may be ill,
disabled, elderly or young. Warren (2006) indicated that while men were nearly
twice as likely as women to report their own health as the reason for retiring,
women were more likely to give the need to care for a spouse, partner or other
family member as the reason for retiring (Warren 2006).
Given the importance of health in relation to continued work for older workers,
there is support in the literature for policies and work-site health intervention
strategies to improve health in older workers (Cai & Kalb 2007; Kenny et al.
2008). Workers who are healthy and fit for the assigned work task have been
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shown to be more satisfied in their job (Tuomi et al. 2001) and are more able to
participate in the labour force (ABS 2008a). It has also been found that people
who remain in the workforce are better off both physically and mentally than
those not in the workforce (McManus et al. 2007; ABS 2008a). Good health
was also shown by Matour and Prout (2007) to be linked to greater wealth. On
the other hand, poor health may limit one's ability to afford retirement, thereby
reducing life satisfaction (Michigan's health and retirement study, cited in Jobs
East 2000; Matour & Prout 2007).
From the literature, health was consistently found to be the single most
influential factor (even overshadowing financial considerations) in the
retirement decision-making process (OECD 2005; Warren 2006). These
studies showed that people with ill health are more likely to leave the work
force. Strategies to improve health in the workforce may prolong a person’s
working life (Jobs East 2000). It therefore stands to reason that providing a safe
and healthy work environment and promoting a healthy lifestyle (Ilmarinen &
Rantanen 1999) will increase the retention of older workers.
Understanding the barriers to employment and the discrimination issues that
older workers face are only part of the picture. To develop strategies that
organisations may use to extend the working life of their oldest employees,
other factors that help to promote work and influence the retirement intentions
need to be considered.
2.5.2 Promoters of continued employment
For this literature review, work promoters are regarded as those aspects of
work that support and encourage older workers to remain in or return to a work
situation. The literature provides a host of information relating to those factors
that older workers perceive as important for promoting their continuation in a
work

situation.

These

productivity/impairment;

work
flexible

promoters
working
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include:

health-related

arrangements;

work

mentoring

opportunities; access to training and development; financial incentives; and
psychosocial work environment factors and sociocultural issues.
Health-related work productivity/impairment
Health-related

work

productivity

(work

ability)

and

work

impairment

(presenteeism) provide information about a person's ability to function
productively in a work environment. Presenteeism is more concerned with a
person's work impairment or lack of ability to perform their duties (Musich et al.
2006b), whereas work ability focuses on a worker’s productive capacity
(Ilmarinen & Tuomi 1992, cited in Ilmarinen & Rantanen 1999).
Work ability has been defined with a question: “How good is a worker at
present or in the near future and how able is he/she to do his/her job with
respect to work demands, health and mental resources?” (Ilmarinen &
Rantanen 1992, cited in Ilmarinen & Rantanen 1999, p. 21). This definition
relates to both management and health issues in an effort to understand an
individual’s degree of connection with his or her work. This degree of
connection is calculated using a survey instrument that produces a work-ability
index (WAI) for the person. A low WAI indicates poor work ability (Ilmarinen &
Rantanen 1999).
Factors affecting ability to work were extensively examined in studies of aging
workers in a European setting. It was concluded that work ability was most
effectively improved when there was a focus on decreasing repetitive motions,
improving supervisor attitudes and increasing physical activity (Tuomi et al.
2001). Ilmarinen and Rantanen (1999) developed a concept of work-ability
promotion that identified different actions such as adjustments to the physical
and psychosocial work environments, promotion of health and lifestyle, and the
updating of professional skills. They pointed out that the promotion of work
ability relating to health, functional capacities and professional competence of
older workers will only be effective if the organisational environmental issues of
physical and psychosocial work are adjusted to suit a person’s age.
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A future work situation is directly related to a person’s work-ability index
(Ilmarinen & Rantanen 1999). “Good work ability was associated with a high
quality of work and high productivity and enjoyment of staying in one’s job”
(Tuomi et al. 2001, p. 322). Promotion of work ability is now considered an
effective way to decrease work disability and premature retirement (Tuomi et al.
2001). A study of European nurses’ intention to retire and its relationship with
work ability was conducted by Camerino et al. (2006). Findings indicated that
poor work ability in nurses was significantly associated with intention to leave
nursing and that older nurses showed lower work-ability scores. A further
longitudinal study by Camerino et al. (2008) found that poor work ability was
associated with actual exit of older (> 45 years) nurses from their profession.
Work ability is influenced by individuals’ health, their physical capabilities and
work environment, their psychosocial work environment and their professional
competence (Ilmarinen & Rantanen 1999; Tuomi et al. 2001). Factors
associated with high levels of work ability include: high mental involvement and
autonomy and reduced physical activity at work (Costa & Sartori 2007); a
supportive supervisor; decreased repetitive movements at work and increased
amount of vigorous-leisure time physical exercise (Tuomi et al. 1997); life
satisfaction; good sitting work posture and a good basic education (Tuomi et al.
1991). The Tuomi et al. (1991) longitudinal study is of particular interest to this
study, as the large sample (n = 4,255) was taken from a population of Northern
European ageing municipal employees. Poor work ability was found to be
associated with increased physical work demands, poor work environment and
a lack of freedom (Tuomi et al. 1991). Tuomi et al. (1997) showed that a
decrease in recognition and esteem at work, a decrease in work room
conditions, an increase in standing at work and a decrease in exercise were
also associated with poor work ability.
Having a workforce in which employees have good work ability is not only
beneficial for the individuals but can also have positive outcomes for the
organisation. Tuomi et al. (2005) showed that for the metal industry and retail
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trade, “employees' work ability and organisational commitment predicted
mental well-being and good company performance” (p. 234). Ilmarinen et al.
(1999) showed that an effective work-ability program can “lower the absent
rates and work disability costs, increase productivity, improve management,
secure competent manpower and create a good image for the company” (p.
22), as well as provide the individual with improved quality of life and well-being
and a more satisfying life in retirement. Ilmarinen et al. (1999) also showed that
employees’ early commitment (10 to 15 years before retirement) to work-ability
promotion is a key for a “good life after the work career” (p. 23). Work ability is
not fixed but dynamic. Changes to individuals’ health and work situation will in
turn change their work-ability index. Although work ability declines as workers’
age increases, both young and old can put in place strategies that will improve
their work ability (Ilmarinen & Rantanen 1999) and reduce their work
impairment.
Presenteeism is a relatively new concept with no single agreed definition
provided in the literature. For this study, presenteeism refers to an individual’s
level of on-the job productivity given their health and environmental factors; i.e.
“higher presenteeism equates to increased rates of work impairment” (Musich
et al. 2006b, p. 354). Presenteeism as such is not considered a promoter of
continued employment, rather the reverse of work ability. While increased work
ability has been shown to improve a person’s productivity and desire to remain
in the workforce, a decrease in one’s presenteeism level may also have the
same outcome.
Attempts to measure the impact of health issues on one’s ability to do one’s
usual work came as health researchers broadened their focus to evaluate the
total impact of health on productivity losses. Traditionally, absenteeism, defined
by scattered short-term illness days, longer-term disability days or injury
absence (workers’ compensation), was used to evaluate the cost of illness and
injury day losses to corporations. With the realisation that illness and injury also
had an impact on day-to-day productivity, measurement tools have been
33

developed in an attempt to measure the impact of selected health issues on
one’s usual productivity levels (Musich, 2006, pers. comm. 3rd October). Onthe-job work impairment can be the result of many factors: health issues such
as a bad cold, minor injuries, headache, seasonal allergies and chronic pain, as
well as personal difficulties such as family crises or marital strains (Milano
2005).

Other

factors

involving

the

corporate

environment,

such

as

supervision/leadership issues, working conditions and work/life balance, have
also been identified as having an impact on presenteeism (Musich et al.
2006c).
Similar to absenteeism, presenteeeism is a major concern for organisations
wanting to improve productivity levels (Chatterji & Tilley 2002). However, unlike
absenteeism, where costs can be directly attributed to the absence of the
worker, presenteeism is much less definable. Survey instruments have been
developed to help determine the level of presenteeism in the work place. One
such instrument, which incorporates the measurement of presenteeism within
the context of a general health questionnaire adapted to Australian cultural
characteristics, is the Australian Health Management Health Risk Appraisal
(AHM HRA) (Musich et al. 2006b). The AHM HRA uses a presenteeism
measure originally developed by Lerner, et al., (2001) called the Work
Limitations Questionnaire (WLQ). The WLQ was found to demonstrate high
reliability and validity in the US. “The WLQ is context-specific and focused on
job demand performance. It can be used to identify both the magnitude and
type of impact that health problems are having in the workplace” (Lerner et al.
2001, p. 81). One impact is early retirement due to health and poor fit between
worker and job requirements.
While there are a number of studies relating work ability to retirement
intentions, no study has been identified linking presenteeism to early retirement
or retirement intensions. It is thought, given the similarities between
presenteeism and workability that the two will indeed have a similar relationship
to a person’s retirement intentions.
34

Flexible work arrangements
Flexible work arrangements have been shown by several researchers to be
important to a person’s work life. Rau and Adams’ (2005) research into job
advertisements for attracting older workers found that flexibility in employment
arrangements was a key factor. “Being able to work fewer hours could be an
important factor in extending older people’s working careers” (OECD 2005, p.
132). Weckerle and Shultz (1999) also found that job flexibility along with
financial reward were key aspects of the retention decision. In support of these
findings, Shacklock (2005) found that flexibility and autonomy in one's job were
important to older university employees. However, Shacklock also found that
even academic staff who had considerable flexibility and autonomy were still
keen to retire to gain greater control over their time. For those who continue in
the work force or find they need to return to work after retirement, different,
more flexible options may be needed.
As previously stated, older workers are retiring younger (OECD 2005);
however, they are continuing to work in some form or other after retirement
(Feldman

&

Kim

2000).

“Returnment”

(http://www.wordspy.com/words

/returnment.asp on 17 May 2009) is an American term used to describe
workers previously retired from their career job who after a period of time
returned to paid work. Bridge employment and phased retirement are seen as a
means of maintaining the work-retirement link. Bridge employment is defined
as employment after retirement from a long-term job or career but before
permanent withdrawal from the workforce (Kim & Feldman 2000). In Australia it
is more commonly known as phased retirement (Drew & Drew 2005), which
tends to be more a gradual change from full-time to part-time or casual work
arrangements.
Bridge employment provides older workers with an income stream that can
supplement their retirement income (Patrickson & Ranzijn 2004). In the USA
people over the age of 59 and in parts of Europe people over 50 years, are
provided with the option of remaining in the workforce and receiving part of
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their pension (Drew & Drew 2005). Australia has now implemented a similar
pension income stream for workers who wish to reduce hours or remain in the
workforce on a part-time basis. However, the income stream is not as generous
as in other countries, as Australian workers must reach pension age (65 years)
to

be

eligible

(http://www.centrelink.gov.au/internet/internet.nsf/individuals

/sspwork bonus.htm, accessed on 6 October 2009).
Flexible work arrangements in the form of part time work may not be the ideal
work situation for all older workers with many looking for full-time work. An ABS
(2007) report found that Australia had the highest percentage of part time
workers when compared to other OECD countries and twice the number when
compared to the USA. The report also stated that 67% men and 49% women
currently working part time would take on full-time work if offered and nearly
half of all older workers who were underemployed wanted to work an extra 1019 hrs extra per week (ABS 2010).
For those full time workers who need or desire to work reduced hours to
accommodate other interests or obligations can be denied as many companies,
including Australian companies, do not provide flexible work arrangements, as
they are seen to interfere with the consistency of staff management practices
(Patrickson & Ranzijn 2003; Loretto 2010). The organisational decision to
provide flexible work arrangements to individual members of staff is often
driven by organisation needs. Workers with specialised skills that are hard to
replace can be given priority over other less skilled staff when it comes to
flexible work arrangements. On the other hand organisations may view parttime work as a way to remove unwanted employees. Reduced hours in the
organisation can, over time, weaken the bond between worker and organisation
(Sennett 2006) leading to full retirement. Reduced presence in the workforce
allows restructure and the next generation of workers to be brought into the
organisation. New recruits can in turn create new work opportunities for some
older workers.
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Generativity
An employee’s ability to provide input to the next generation of workers was
shown by Dendinger, et al., (2005) and Rau and Adams (2005) to be an
important factor in the decision to take on bridge employment. They found that
“the generative reason for working was positively related to job satisfaction and
occupational self-efficacy” (Dendinger et al. 2005, p. 31). On a similar note,
Winefield (1998) discusses the advantages and risks associated with
mentoring, concluding that older workers who may have reached career
plateaus could be valuable resources providing experience, accumulated skills
and wisdom to future generations of workers (Agarwal & De Groote 1998;
Winefield 1998). However, given the findings regarding older worker’s poor
interpersonal skills and their reluctance to take on additional training (discussed
in the following section) many would not be offered mentoring roles. Mentoring
is a costly exercise for organisations especially if additional staff are employed
to fill the role. Organisations such as local government with its continued cap
on increased establishment numbers would have to provide mentoring
opportunities by using staff already employed. The additional work load created
by mentoring would have adverse effects on older workers who are already
over worked. In addition, given that many jobs require continued re-skilling to
maintain professional standards and keep up with technological changes
(Sennett 2006), there may well be a genuine need to have new recruits mentor
the old. Either way, mentoring programs will require additional skills for those
taking part and access to training and development.
Access to training and development
The change from the production of goods to the delivery of services has left
many older workers with skills that do not match current or future work
environments. It is therefore vital for older workers who want to remain in the
workforce to be provided the opportunity to access training and development
(Cully et al. 2000; OECD 2005). Nordhaug (1998) provides a framework of
competence specificities in organisations that includes three types of skills:
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technical, interpersonal and conceptual. The literature shows older workers
have strengths as well as weaknesses in these skill areas. Technical skills in
older workers can be out of step with organisation and industry requirements if
training is not offered to or taken up by older workers (Cully et al. 2000).
Interpersonal skills have also been found to be wanting in older workers where
teamwork and communications are important in contemporary businesses,
most notably in the service-industry sector (Patrickson & Ranzijn 2003).
Older workers see their skills as current and themselves as employable
(Patrickson & Ranzijn 2003). Patrickson’s research found a mismatch between
what older job seekers perceived their skills to be and what employers actually
wanted. Many older workers have “traditional” skills that were developed over
years of faithful service with one company and may not be as relevant as they
once were (Sennett 2006). Organisations are changing. Even local government
is now more focused on satisfying the financial controllers and bowing to the
whim of minority groups. Employees who are not flexible and cost driven in
their work will increasingly feel alienated from the organisation. Older workers
unwilling to change will find it difficult to adjust to the new organisational culture
given their shrinking skill base and work philosophies that are no longer in
keeping with a changing organisation (Sennett 2006). Employers are now
requiring team players who can communicate with a wide variety of colleagues,
customers and suppliers as well as solve problems and think creatively as
pressures increase for new responses to competitive forces (Patrickson &
Ranzijn 2003). However, this view of what employers want and expect was not
fully supported in a further study by Ranzijn et al., (2003), who found little
difference between employers’ stated requirements for a position and
employees’ perceived work-related skills and personal attributes considered
necessary to find and retain paid work. They found employers more interested
in the trainability of potential workers than in specific skills required for the
position. The Ranzijn et al., (2003) study also showed that on and off-the-job
training programs must be in a form that supports more effective use of older
workers’ potential capacity.
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Skill development is critical to older workers being able to break the
discrimination cycle. “Lesser involvement in training among older workers
places them at a relative disadvantage in the labour market due to the
importance of training and skill levels for employability” (Cully et al. 2000, p.
172). According to an OECD (2005) report, skills are a crucial factor in
employers’ hiring decisions. Without retraining and the ability to update their
skills older workers run the risk of having their skills and competencies
devalued by changing technology (Cully et al. 2000; Sennett 2008).
There are barriers to training participation by older workers which mainly relate
to attitudes of employers and older workers themselves. Such barriers are
based on negative stereotypes of older workers’ abilities, level of commitment
or increased costs as well as older workers’ differential learning ability (Cully et
al. 2000). These three types of barriers were also supported by Hely (2005),
who states that “highly experienced and often senior employees appear more
interested in using their skills rather than acquiring new ones”. Other reasons
relating to confidence levels and the likelihood of succeeding in a training
program are unfamiliarity with training environments or fear of competition with
younger, better-educated trainees (Griffiths 1997; Cully et al. 2000). Training
strategies for older workers that concentrate on reducing levels of anxiety may
be helpful, and managers and supervisors may also need training in ageappropriate attitudes and knowledge regarding older workers (Griffiths 1997).
The ability of older workers to learn new tasks, associated with the concept of
cognitive decline, were until recently thought to be associated with the physical
aspects of the ageing process. Researchers are now discovering new things
about cognitive decline. The notion that neurons were lost and not replaced as
a person aged has now been shown to be wrong (Albert, cited in Begley 2006).
A routinised lifestyle with a loss of social and intellectual demands may have
more to do with cognitive decline than the physical ageing process. New
research is showing how older people can stop and even reverse cognitive
decline (Doidge 2007). It has been found that old brains remain relatively
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flexible (plastic) as one ages and can be trained (Erickson et al. 2007).
Organisations are now using brain training programs to improve memory and
concentration in all employees (Frauenheim 2008). Such training programs can
have advantages for older workers. One study on older people by the Mayo
Clinic, University of Southern California (Ketter 2008) found that 40hrs of
training on a brain training computer program could improve the brain’s
capacity, equivalent to a person 10 years younger. While such findings could
have positive benefits for ageing workers it is early days and more research is
required. Such focused training programs may have limited outcomes without a
more diverse range of brain health activities, such as physical fitness,
socialising, mental stimulation and nutrition (Frauenheim 2008). Older workers
may also be reluctant to be involved in such brain training programs given the
possible negative stereotyping they may encounter.
Older workers can acquire new skills given a desire to learn and organisational
support. Such actions are in the interests of all especially the older worker
where “The labour-market outcomes of older people are strongly linked to their
level of education” (OECD 2005, p. 113) which in turn is linked to their financial
situation.
Financial situation
The personal financial situation of older workers is critical to the retirementdecision process (OECD 2005; Jackson et al. 2006; Public Employment Office
2006; Warren 2006; ABS 2008b). The ABS (2008b) report revealed that
financial security was the most common factor, with 44% of men and 40% of
women stating it would influence their decision on when to retire. Just under
half of those older workers who indicated they would retire reported their main
expected source of income to be superannuation or annuity. The second most
commonly reported expected source of income was a government pension or
allowance (22%). The ABS report (2008b) also indicated a sizeable proportion
(9% men, 14% women) did not know what their main expected retirement
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income would be. Women were also more likely to rely on their partner’s
income (13%) compared with only 1% of men.
Mixed results have been found regarding income level and intention to retire.
Knox (2003) found no direct relationship between income levels and retirement
intentions, whereas the Public Employment Office Retirement Intentions Survey
report (Public Employment Office 2006) found that income had a major
influence on the age that individuals intended to retire from the public sector.
The report found those earning more than $60,000 per year were more likely to
retire beginning at 55 years of age, while those earning less generally intended
to retire later. However, those in the higher salary group were more likely (35%)
to return to work after retirement compared to only 15% of those who earned
between $50,000 and $59,000. The report also showed that people in lower
income groups ($20,000-$39,000) were less sure of their expected retirement
age compared to people earning over $80,000.
A person’s expected financial situation in retirement has been shown by many
researchers to be one of the most significant factors in the retirement-decision
process (Lozier & Dooris 1991; Gough 2003; Patrickson & Ranzijn 2004;
Warren 2006). A person would need to forgo a certain amount of financial
security to retire. Insurance industry estimates indicate that retirees drop 40%
of their pre-retirement salary when they move into retirement (Bishop 1999). A
loss of financial status can influence many of the other aspects of the
retirement decision. To maintain a certain level of “external continuity” (Atchley
1989, p. 185) in retirement, a person needs to ensure an adequate level of
income. For a worker on average earnings, an earnings replacement rate of 60
to 65% is required to maintain accustomed pre-retirement living standards
(Commonwealth of Australia 2002, cited in Borowski 2008). Women may find it
more difficult to accumulate an adequate retirement “nest egg” due to their
lower lifetime earnings and decision-making processes tied to gender role
(Jefferson 2007). Warren (2006) found that having enough income or being
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able to afford to retire were two major reasons for exiting the workforce,
especially for men.
The Australian Government is using the financial “carrot and stick” approach by
providing financial incentives to retirees to stay in the work force. For example,
the Government has introduced “the mature age worker tax offset” and “the
pension bonus scheme” as well as disincentives for leaving work, such as
changes to superannuation and the closing of early retirement schemes (OECD
2005).

Borowski

(2008)

argues

that

recent

changes

to

Australia's

superannuation schemes tabled in the 2006 budget, which were designed to
encourage people to stay in the workforce, may not yield the desired outcome,
resulting in a continued reliance on the age pension and subsequent burden on
government revenue and future workers (ACOSS 2006, cited in Borowski
2008).
Retirement-income arrangements in Australia have traditionally been built on
three pillars: the market pillar of occupational superannuation, the public pillar
of age pension and the pillar of private or personal savings, which includes
owner-occupied housing (Borowski 2008). This model, according to Borowski,
closely resembles one advocated by the World Bank’s 1994 report “Averting
the Old Age Crisis”. A fourth pillar has now been added to Australia's
retirement-income arrangements: non-retirement or the delaying of complete
retirement (Borowski 2008). With the introduction of the Transition to
Retirement (TTR) taxation rules the Australian government is continuing to
engineer a situation where possible retirees may change their view on
retirement from one of leisure to one involving greater work-force participation
(Briggs et al. 2006, cited in Borowski 2008).
Superannuation is an important factor relating to older workers’ retirement
intentions (ABS 2008b). Key aspects relating to superannuation and the
decision to retire include: years of membership, accumulation of funds and the
type of superannuation scheme. For public-sector workers, membership of a
defined-benefit superannuation scheme has been linked to early retirement
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(Public Employment Office 2006) However, it should be noted that this scheme
has been closed for more than two decades and many of the local government
employees who were in the scheme have now retired.
Australians tend not to think a great deal about retirement (AARP 2005, cited in
Jackson et al. 2006), which may help to explain their limited understanding and
knowledge of superannuation (Worthington 2008). A poor understanding of
one's financial position in relation to retirement makes it difficult to develop
constructive retirement plans. Worthington (2008) also found that knowledge of
superannuation is unevenly spread across the community, with women and
people from low socio-economic situations indicating a lower understanding. An
American study by Chan and Stevens (2008) showed that retirement behaviour
is strongly influenced by pension incentives, and that even though people had
limited understanding and inaccurate information relating to their pension plans,
they continued to make decisions about retirement.
Retirement planning has emerged as another issue relating to retirement
intentions. While it appears to be an important issue for older workers
contemplating retirement, a large proportion fail to adequately plan (Weckerle &
Shultz 1999). Fretz et al. (1989, cited in Weckerle & Shultz 1999) identified
eight

areas

of

retirement

planning:

finances,

activities,

work,

living

arrangements, health, dependants, friends and household tasks. They maintain
that the individual needs to plan for each of these areas to help create a
positive attitude to retirement. Weckerle & Shultz found that poor “planfulness”
(1999, p. 320) was shown to lead to anxiety and depression about retirement.
Planning was also found by Krause (1987, cited in Phua & McNally 2008) to be
positively associated with the ability to adjust to retirement. An Australian study
by Shacklock (2005) found that older workers wishing to retire were not
provided with sufficient planning information, especially regarding life after
retirement, and as a result were limited in the range of options they could
visualise. By providing better pre-retirement planning, organisations can expect
higher retention and attraction rates as older workers are made aware of
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human resource management policy and practices as well as government
incentives and superannuation information (Shacklock 2005). Much of the
extant literature that relates to retirement planning is focused on financial
issues (Rosenkoetter & Garris 1998; Hershey et al. 2007; Stawski et al. 2007;
Chan & Stevens 2008; Phua & McNally 2008; Worthington 2008). Adequate
financial preparation eases people’s transition to retirement (Rosenkoetter &
Garris 1998).
A person’s attitude and understanding of financial need differ according to such
factors as socioeconomic status, family responsibilities and personal history
(Phua & McNally 2008). It has also been shown by Hershey, Mowen and
Jacobs-Lawson (2003, cited in Hershey, et al., 2007) that personality traits,
financial and investment knowledge and unique retirement goals need to be
considered to understand financial planning for individuals. Retirement goal
clarity allows pre-retirees to visualise their future retirement and develop
expectations about their future resource needs (Stawski et al. 2007). Stawski et
al. (2007) found that retirement goal clarity is a strong predictor of planning
practices, which in turn are strong predictors of saving tendencies.
Psychosocial work factors and sociocultural issues
Older workers are also heavily influenced by work-related factors. The literature
identifies factors that describe the climate of the organisation (Drew & Drew
2005; Stone et al. 2007), which in turn relates to the quality of work (Siegrist et
al. 2007), type of work (Morrow 1982; Stein et al. 2000) and jobs that are
challenging and interesting and provide workers with autonomy (Jackson et al.
2006). In addition, a supportive development climate (Drew & Drew 2005;
Armstrong-Stassen & Schlosser 2008; Wang et al. 2008; Zappala et al. 2008)
and employment conditions that are hard to replicate outside the current
organisation (Ng & Feldman 2008) are other work related factors. On a more
personal level, obtaining satisfaction from one's job (Shacklock et al. 2007) and
being valued by the organisation, management and co-workers (Jackson et al.
2006) all help to keep people in the workforce.
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Social support from the organisation, supervisor, co-worker and partner is
required to foster a positive work situation. Older workers showing emotional
exhaustion, cynicism and a sense of ineffectiveness are exhibiting signs of
burnout (Maslach & Jackson, 1981 cited in Henkens & Leenders 2010).
Research by Henkens (2010) found that burnout was a factor influencing
retirement intention. It was also shown that “burnout of older employees can be
explained by a high workload, a lack of challenging work situations, increased
physical demands of the job, less opportunities for growth and a lack of social
support, especially from colleagues” (Henkens & Leenders 2010, p. 317).
Social support from work or non work sources can be complex, having
emotional, instrumental and informational dimensions l (Halbesleben 2006).
Emotional support for older workers could be in the form of co-worker empathy
with a stressful work situation. Instrumental support can come in the form of
policies and management directions to alleviate an uncomfortable or stressful
work environment. In addition, informational support, through team briefs and
company newsletters, can keep people informed of workplace changes and
reduce employee anxiety. Social support from the workplace can help maintain
other work aspects individuals require to foster an enjoyable work environment.
Higgs et al. (2003) found that certain people who enjoyed work did not want to
retire even though they were financially secure. Apart from generativity (which
has already been discussed), there are other psychosocial work factors that
promote continued employment. Higgs et al. (2003), found that older workers
needed structure in their life, much of which came from work. A strong
commitment to career or organisation can also lead to an ongoing attachment
with work (Carter & Cook 1995; Adams 1999; Drew & Drew 2005).
Career or job ownership is a key factor for many people, providing “fulfilment of
individual needs such as affiliation, self expression and achievement” (Baik et
al. 1989, cited in Jobs East 2000, p. 22). Loss of prestige amongst family and
friends (Cassidy 1985, cited in Mor-Barak 1995) through the process of
retirement can have a serious stigmatising impact. Jobs East (2000) found that
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men in particular “felt displaced in their role as the family provider” (p. 37) and
that job loss had a significant impact on identity. Similarly, loss of work selfidentity, through the process of retirement, is another influence on the
retirement decision. Sonnenfeld (1988, cited in Feldman 1994) found that
where self-identity is tied closely to one’s job, retirement could be particularly
traumatic.
Research by Dendinger et al. (2005), Mor-Barak (1995) and Hyde et al. (2004)
has linked social reasons such as networks and the need to interact with others
and to be held in high esteem by them as important to retirement intentions.
“The workplace can be used to meet social needs, and this social contact at
work has demonstrated relationships with work-related attitudes” (Dendinger et
al. 2005, p. 24).
Organisational culture and working conditions are also determining factors in
the way older workers perceive their work (Taylor & Walker 1998b; OECD
2005). Policies, both explicit and implicit, relating to older workers,
management and leadership skills and the physical work environment also act
as work promoters (Ilmarinen & Rantanen 1999). “Since physical capacity
appears to decrease with age, it is important to adapt the work environment
more towards the needs and capacities of older workers” (OECD 2005, p. 142).
Other issues associated with continued employment for older workers include
ethnicity, and a person’s cultural and socioeconomic situation. Older workers
are influenced by who they are, where they come from and life course events.
Cultural issues are very important to some older workers, Germans, for
example, feel a moral obligation to retire and make way for younger people,
whereas Japanese may see it as a moral obligation to stay and fill vacancies
(Gough 2003). Some people would choose retirement over continued work and
ongoing

financial

gain

to

satisfy

cultural

needs

(Mor-Barak

1995).

Socioeconomic factors are also important in the retirement decision. People
from disadvantaged groups or those in a challenging home situation would be
more likely to remain in the workforce (Feldman 1994; Higgs et al. 2003). On
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the other hand, workers with a happy marriage and companionship from one’s
spouse were more keen to retire (Feldman 1994), helping to explain the higher
numbers of single older workers (Warren 2006).

2.6

Retirement intentions of older Australian workers in
local and state government

As previously mentioned, an extensive search of the extant literature found no
research relating to retirement intentions of Australian older local-government
workers. However, research by Itzin and Phillipson (1994) highlighted the
issues facing older local government workers. The research also highlighted
the differences between public and private organisations and their treatment of
older workers and women in the workforce. It would seem that in two decades
little has changed in the work environment. Public organisations continue to say
the right things in their policys and procedures manuals, while private
organisations (where it suits them) continue to implement appropriate
strategies such as flexible workplace arrangements. Itzin and Phillipson (1994)
also make recommendations based on their findings, for example, recruitment,
career development and career exit strategies, that local government can put in
place to assist the needs of older workers. Such recommendations have also
been reflected in a recent NSW public sector retirement intentions study (Public
Employment Office 2006).
The Public Employment Office study’s findings are useful for comparing and
validating the results obtained from the present study exploring the retirement
intentions of older local-government workers because local-government
workers have similar characteristics to their state-government colleagues. For
example, both levels of government have an older-than-average workforce age
when compared to other industries; a stable workforce with older workers who
have many years of experience in the same organisation; and workers who
desire to do something for the greater good (Red Letter Information 2005;
Public Employment Office 2006).
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Findings from the Retirement Intentions Survey (Public Employment Office
2006) have provided an insight into older state-government worker’s
requirements for remaining in or returning to the workforce. Some of the major
findings from the report were: the need for phased retirement policies,
especially those that provided flexibility in working hours and responsibility
levels; consultancy or contract work after retirement to transfer knowledge and
expertise back into the organisation; and the establishment of a pool of retired
public-sector workers who could fill gaps, undertake short-term project work
and assist in learning and development or help mentor new employees. Being
valued was also shown in the report to be important for older state-government
workers with regard to retirement intentions (Public Employment Office 2006).
A study of the retirement intentions of sworn officers of the Queensland police
force who were born before June 1960 was undertaken by Marcus (2007).
Although the research involved state-government workers, the specific nature
of police work makes generalising to local government tenuous. However,
some key findings from the research include the following: female officers were
more likely to seek early retirement; there was a slight trend toward later
retirement for those officers with higher education; and no association with
retirement was found for operational status, shift work or rank. Through the use
of factor analysis, four factors were found to be significantly related to police
retirement-timing decisions. These factors were: appropriateness of age; worth
and belonging; influences and relationships; and financial issues (Marcus
2007). Interestingly, flexible work conditions as a factor did not relate to
retirement intentions for Queensland police officers, as they did for other stategovernment employees. There were some relevant recommendations from this
study, including the establishment of a police service alumni organisation; an
employment re-engagement policy and a retirement education package for
exiting members. One other aspect of Marcus’s (2007) thesis pertinent to the
current study is his methodology, which used a range of methods including
focus groups, a questionnaire, an expert panel and descriptive and inferential
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statistics. Marcus’s methodological approach will be further discussed in
Chapter 4 of this report.

2.7

Summary of key literature related to retirement
intentions

The following table (Table 2.2) highlights the critical literature relating to the
need for this thesis and the key factors that may influence the retirement
intentions of older local government workers. It is important that there is a clear
understanding of the factors that influence retirement intentions to enable
development and implementation of policy and strategies that may influence
retirement behaviour especially in local government where retention of older
workers in the workforce is required to help reduce the skills shortage.
Table 2.2: Key literature relating to retirement intentions

Critical

Relevant

literature

reference

Importance to thesis

Retirement and the (OECD 2005)
impacts on an
ageing Australian
workforce.
Maintaining
economic growth

(Productivity
Commission 2005)

Skill shortages

(OECD 2005)
(Hely 2005)
(Red Letter
Information 2005)
(Hely 2005)
(SCG 2005)

A call for strategies
to be developed to
manage an ageing
workforce.
Theoretical
constructs relating
to retirement and

Highlights the need to retain older
workers in the workforce due to
demographic changes currently taking
place in Australia and other Westernised
countries.
Older workers are seen as a group of
workers that could help to maintain
workforce participation numbers
Many industries including local
government are currently facing skills
shortages and will be exacerbated by the
retirement of the baby boomer cohort.
Local government organisations face
unique challenges, such as; a higher
average age of workers and reduced
interest by younger workers in council
positions.
Wilcock’s theory of the human need for
occupation is an underlying theory that
helps to explain the need for continued

(Wilcock 1993)
(Atchley 1989)
(Taylor & Cook
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older workers.

1995)
(Elder 1995)
(Taifel 1978, cited in
Gaillard & Desmette
2008)
(Schmid 2006a)
(Webber & Smith
2005)
(Higgs et al. 2003)

work, or activity in retirement.
Other theories help to explain more
specific aspects relating to work and
retirement.

Barriers to continued employment
(Jobs East 2000)
(Patrickson &
Ranzijn 2004)
(OECD 2005)
(Taylor & Walker
1998b)
(VandenHeuvel
1999)
(Brooke 2003)

•

Age

(ABS 2008a)
(Kooij et al. 2008)

•

Poor health

(ABS 2008a)
(Warren et al. 2008)
(Cai & Kalb 2007)
(Tuomi et al. 2001)

•

Ageism and
discrimination

•

•

•

Ageism and discrimination of older
workers is prevalent in many
organizations including Australian
Reduced opportunities to develop
skills and take part in challenging
work situations.
Negative stereotypes regarding older
workers have been shown to be
unfounded.
Actual average retirement age of
Australian workers 61 years which is
close to the average age of the
council employees involved in the
study.
Health issues is a major reason why
older workers leave the work force.
Workers need to be healthy and fit to
maintain productive work lives.

Promoters of continued employment
Health-related
work productivity

•

(Ilmarinen &
Rantanen 1999)
(Tuomi et al. 2001)
(Camerino et al.
2008)

•

•
Health-related
work impairment

(Musich et al. 2006c)

•
•
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Health-related work productivity or
Work ability.
Good work ability is associated with
high productivity and the desire to
remain in one’s job.
Work ability has been linked to
retirement intentions.
Presenteeism or health-related work
impairment.
Increased presenteeism has been
linked to reduced work productivity.

•
Flexible work
arrangements

Access to training
and development

Financial situation

Psychosocial work
factors and
sociocultural
issues

•

(Rau & Adams
2005)
(Weckerle & Shultz
1999)
(Sennett 2006)
(Patrickson &
Ranzijn 2003)
(Loretto 2010)
(Cully et al. 2000)
(OECD 2005)
(Millward & Brooke
2007)
(Erickson et al.
2007)

•

•

•

(OECD 2005)
(Warren et al. 2008)
(Weckerle & Shultz
1999)

•

(Henkens &
Leenders 2010)
(Higgs et al. 2003)
(Adams 1999)
(Drew & Drew 2005)

•

•

•

No studies have linked presenteeism
to retirement intentions.
Flexibility in employment
arrangements is important to older
workers when considering retirement.
Flexibility in the form of part time work
may not be the most beneficial work
arrangement for all older workers.

To remain competitive in the labour
market older workers need to
maintain their skills and knowledge.
The brain is plastic, capable of
making new neuron connections that
can improve the brains capacity
Personal financial situation of older
workers is critical to the retirement
decision process.
Retirement planning is important,
however many people fail to
adequately plan.
Social support by the organization,
manager and co-workers help to
reduce burnout and in turn fosters a
desire to remain in the workforce.
A strong commitment to career or
organization as well as a need for
structure in one’s life can promote
continued work.

Retirement intentions in Australian state and local government older workers
Retirement
intentions in
Australian state
and local
government older
workers

•

(Public Employment
Office 2006)
(Marcus 2007)

•
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No studies relating to retirement
intentions of older Australian local
government workers have been
identified in the literature.
Studies have been undertaken at the
state government level.

2.8

Concluding remarks

The literature review has highlighted key aspects of ageing workers and their
retirement intentions. Ageing workers have the capacity and desire to continue
working. However, they are often held back by a mismatch between their skills
and the skills required for a particular job, along with stereotypical views held
by employers and themselves about their abilities. Discriminative and ageist
practices in the workplace also have a major impact on retirement intentions.
It was shown that retirement intentions of older workers are influenced by two
main factors, barriers to on-going or future employment and positive aspects of
work (work promoters). The key barriers for continued employment included:
discriminatory practices, age and poor health. On the other hand, health-related
work productivity, flexible work arrangements, generativity, access to training
and development, financial reward, psychosocial work factors and sociocultural
issues were all shown to promote workforce participation. Identification of these
key issues relating to retirement intention provided material for the exploratory
work undertaken and have been a reference for the analysis and discussion
stages of the current study.
As source material the literature review served two purposes: the identification
of possible gaps in the current literature and input into the development of the
questionnaire.

Australian

local

government

older

workers

are

under

represented in the extant literature. While much can be hypothesised about the
factors that may help keep older local government workers in the work force
longer, it was felt that an exploratory study capturing most of the issues raised
in this literature review should be investigated. There are however several
issues that require specific mention.
•

Work impairment (presenteeism) and its association with retirement
intentions, has not been included in previous studies involving retirement
intentions, unlike workability (a similar concept), that has been shown to
be linked to retirement intentions. One would suspect that a more
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informed understanding of presenteeism and its effect on work
productivity will extend the retirement intentions knowledge base.
•

Psychosocial work factors especially social support and commitment to
work will also be important to the retirement intentions of local
government workers. Given the reduced flexibility local governments
have in meeting market salaries and employee benefits such as
bonuses, social support from the organization, management and coworkers and higher levels of commitment to work by older workers,
should have greater importance to local government workers when
compared to other older workers from different organisations.

The dearth of literature on older local-government workers and specifically their
retirement intentions, along with the need to understand the importance of
health-related work productivity/impairment, social support and commitment to
work, have guided the formulation of the research question that guided the
study reported in this thesis. The research question and associated hypothesis
will be defined and discussed in the following chapter.

53

This page is blank

54

CHAPTER 3

3.1

THE RESEARCH QUESTION AND
HYPOTHESES

Introduction

The literature review presented in Chapter 2 highlighted the need for research
exploring the retirement intentions of older local government workers so
councils can develop strategies to avoid an imminent exodus of baby-boomer
employees and a subsequent potential skills shortage. The study reported in
this thesis was designed to address the identified need and was developed not
only on the basis of the literature review, but also on personal experience, an
identified need within the target organisations and findings from exploratory
research. Collectively, these reasons build a strong case for undertaking the
study. The purpose of Chapter 3 is to state the research question and
associated hypotheses for the study.

3.2

Identifying the need

Previous research can identify additional questions needing to be answered, as
well as highlight the need for further investigation (Bryman 2008). For example,
Hely (2005) and the Red Letter Information Report (2005) identified the need
for more research into local government. Jackson et al.’s (2006) research into
retirement intentions raised the need to gain a better understanding of the
specific issues older people in the wider community, especially women, face
when considering their retirement intentions. Australian theses by Shacklock
(2005) and Marcus (2007) both call for research into other occupational groups
to determine their retirement intentions and the “triggers” (Marcus 2007) that
drive an older worker to stay or leave the workforce.
A challenge faced by an organisation can also provide a trigger for an
investigation. Many challenges faced by organisations today are similar to
those dealt with in the past. Sometimes a search of the literature can provide
answers to mitigate current problems. However, contemporary issues such as
imminent workforce shortages created by the forthcoming retirement of the
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baby-boomer generation create new areas for research. Much of the research
on retirement intentions has been conducted on general populations, using
large surveys with a multitude of findings (Knox 2003; OECD 2005; ABS
2008b). Studies of specific groups like NSW state-government employees
(Public Employment Office 2006) and Queensland police (Marcus 2007) have
identified particular issues that relate to retirement intentions within these
groups. Therefore, it stands to reason that, given the unique nature of local
government (Baldein 1987, cited in Flynn & Tannenbaum 1993), older council
workers could also have retirement-intention issues specific to them.
A search of the current literature and discussion with experts in the field under
investigation can identify possible gaps in what is known and what needs to be
known. The Red Letter Information report (2005) identified a gap in the
knowledge about the retirement intentions of older local-government workers.
Extensive literature searching and contact with leading commentators on
Australian local-government policy (Associate Professor Andrew Noblet,
Deakin Business School and Professor Brian Dollery, Director of the UNE
Centre for Local Government) provided no additional empirical studies on the
retirement intentions of older council workers.
Personal experience (Bryman 2008) is another area where an understanding of
specific issues can identify a need. With more than 20 years of experience
working in local government, I have gained an appreciation of the daily effects
of the baby-boomer exodus and corresponding skills and knowledge shortage.
As a baby boomer and manager, I have both personal and professional interest
in the outcomes of this study.
In summary, the preceding discussion has highlighted the challenges facing
local-government organisations in meeting their community-service obligations
with the loss of experience and skills as its older workers retire. It is also clear
from the literature review that the dearth of information relating to local
governments, and particularly the retirement intentions of their older
employees, also requires attention. Given the current issues facing local56

government organisations and their ageing work force, a need has been clearly
identified and is now stated as a research question.

3.3

The research question

Zikmund (2003) asserts that a research question clarifies the study objectives
and removes ambiguity about what the study is to accomplish. The research
question that shapes the direction for this study is:
What are the factors that influence the retirement intentions of a specific
group of local-government workers 55 years and older?
This question demands a practical outcome that can be used by localgovernment organisations to better understand the needs of their older
workers. The question also directs the selection of methods needed to find the
answers. To support and clarify the research question, this study proposes
three hypotheses developed from the literature and focus-group findings.

3.4

The hypotheses

Associated with the research question are hypothetical statements that take the
research question a step further, refining the relationship between variables
and what is being tested (O'Leary 2007). Three hypotheses were developed to
help answer the research question for this study. The first hypothesis builds on
previous studies (Camerino et al. 2006; Camerino et al. 2008) where work
ability, a measure of health-related work productivity, was shown to be linked
with intended and actual retirement. No Australian studies relating healthrelated work productivity and retirement intentions specific to local-government
workers could be found in the literature. In addition, presenteeism, a measure
of health-related work impairment included in the current study, has not
previously been used in retirement research.
Older workers who are healthy with physical and mental abilities that match the
requirements of their job will be more likely to remain in the workforce (Tuomi et
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al. 2001). The reverse to this situation has also been shown, where older
workers with poor health-related work productivity will choose retirement over
continued work (Camerino et al. 2008).
Therefore the first null hypothesis (H1) is:
H1: Health-related work productivity/impairment will have no significant
affect for older local-government workers in determining their future
retirement intentions.
The second hypothesis relates to older workers’ perceptions of the level of
social support provided by their employing organisation, management and coworkers (Jackson et al. 2006; Henkens & Leenders 2010). Social support has
been shown to reduce the impact of burnout. Private and public employees,
such as local government older workers can suffer from burnout, which can
increase their desire to retire. However, unlike private organisations, local
government is less able to support their older workers through remuneration
and flexible work arrangements (Itzin & Phillipson 1994), thereby increasing the
importance of social support to local government older workers. Findings from
the study’s focus groups also indicated a need in local government for greater
emphasis on support, especially in relation to organisational issues and
management and supervisor actions (Swan & Wicks 2008).
Accordingly, the second null hypothesis (H2):
H2: The level of social support from the organisation, management and coworkers provided to older local-government workers will have no influence
on their retirement intentions.
The third hypothesis deals with the concept of “work centrality” (Schmidt & Lee
2008), where people who have a strong attachment to their job or career or
strong commitment to their organisation will be more likely to remain in the
workforce (Drew & Drew 2005).
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The third null hypothesis (H3) therefore is:
H3: The degree of “work centrality” in older local-government workers’
perceptions and values will have no major influence on their retirement
intentions.

3.5

Concluding remarks

The research question and its associated hypotheses for this study have been
developed from a number of information sources: previous research, a
challenge faced by an organisation, a review of the relevant retirementintentions literature and the researcher’s personal experience. The question,
“What are the factors that influence the retirement intentions of a specific group
of local-government workers 55 years and older?” guided the study by shaping
the methodology that was adopted in the search for answers to a current realworld problem.
The following chapter, which is underpinned by a pragmatic paradigm,
discusses the research approach, methods for data collection and analysis
techniques used to answer the research question.
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CHAPTER 4
4.1

METHODOLOGY

Introduction

The research question and hypotheses presented in the previous chapter set
the direction and shape the methodology for the study being presented in this
thesis. The pragmatic paradigm, which was adopted to address a real-world
problem, also influenced the methods employed. Pragmatic researchers are
interested in the “what” and “how” of the research problem, seeking to gain
answers to questions without a commitment to any one system of philosophy.
Such freedom allows the researcher to choose the most appropriate data type
and method of data collection to answer the research question (Mackenzie &
Knipe 2006). Chapter 4 describes the methodology used in the study.
The chapter is organised to present the processes used to obtain and analyse
the collected data in the chronological sequence in which they were
undertaken. The first group of processes relates to the study design and
includes: the use of mixed methods; selection of councils and potential focusgroup participants and questionnaire respondents; obtaining ethics approval;
promotion of the study; and method development. The second group of
processes covers the data preparation and analysis techniques employed on
the questionnaire data.

4.2

Study design

The study’s design was underpinned by a pragmatic paradigm, the research
question and an understanding of the target population (Frankfort-Nachmias &
Nachmias 1996). A “mutual research design” (Armitage 2007, p. 6), also
referred to as “mixed methods” (Bryman 2008, p. 603), was employed, resulting
in the collection of qualitative and quantitative data. The specific data-collection
methods used in the study included focus groups and a survey using a paperbased questionnaire.
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4.2.1 Mixed methods
A mixed-methods approach was considered to meet the needs of the study.
Using Bryman’s (2008) classification of approaches to mixed-methods
research, several reasons were identified that supported the choice of a mixedmethod approach. These included: instrument development, where key findings
from the focus groups were incorporated into the development of the
questionnaire, providing a higher level of face validity (Morgan 1997, p. 26);
illustration, where qualitative findings from the focus groups were used to
illustrate and help interpret the quantitative questionnaire results; triangulation,
providing a means to crosscheck findings from the focus groups and
questionnaire; and utility, where the research aimed to provide a useful
outcome, such as policy development (Bryman 2008). The choice of a mixedmethod technique for studying retirement intentions can also be justified by the
success of other studies using a similar methodology. An example of a
successful mixed-methods study is Marcus’s (2007) investigation into the
retirement intentions of Queensland police officers. However, the selection of
the specific methods used in the study requires further justification.
Focus-group techniques were considered preferable to in-depth interviews or
case studies because of the limited resources available to the researcher and
the need to obtain the maximum amount of data from a limited number of
participants (Morgan 1997). Qualitative research methods such as in-depth
interviews and case studies provide the researcher with tools capable of
exploring the participants’ feelings and relevant information; however, they did
not meet the needs of this study.
Focus groups also provide in-depth information; however, due to the small
number of people participating in each focus group it is difficult to generalise
the findings to other populations. Quantitative methods, on the other hand,
provide more breadth of information across a larger number of cases (Krueger
1994). However, “quantitative measurement may be quantitatively correct, but if
the assumptions made and the questions asked as part of the quantitative
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method are inaccurate, then the outcome may prove irrelevant” (Krueger 1994,
p. 29). With this in mind, a mixed-methods design using focus groups and a
questionnaire was considered the best course of action to reduce the
limitations associated with each method (Morgan 1997). The differences
between the two methods work to strengthen the validity and reliability of the
data collected and information generated through the analysis (Morgan 1997).
Two major considerations were taken into account when designing the
questionnaire: the small time frame to gather data, and an appreciation of the
characteristics and idiosyncrasies of the population. These two aspects of the
study led to the use of a self-completion paper-based questionnaire. Selfcompletion questionnaires are part of a group of survey tools used extensively
in social research to provide a means of obtaining specific data from a large
group of people in a relatively short period of time (Zikmund 2003). The
questionnaire was constructed using a closed-question format with no free-text
areas for respondents. This design made analysis of the data relatively
straightforward using the SPSS version 15 statistical program.
A paper-based questionnaire was considered to be the most appropriate for the
potential respondents, given their level of access to e-mail and the internet.
Approximately 42 percent of the target population were identified as outdoor
workers 1 who had limited access to computers during their daily work functions,
and many of the indoor workers who used computers did not have internetaccess privileges. While an internet-delivered questionnaire would have
provided some major benefits for the survey (Zhang 1999; Ritter et al. 2004),
the issue of gaining a representative sample from the population was
considered more important (Bryman 2008).

1

Council staff who spent the majority of their work time out-of-doors.
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4.2.2 Selection of councils and potential participants and respondents
The following section discusses selection of the councils, participants and
respondents, or “sampling units” (Zikmund 2003, p. 375), for participation in the
focus-group sessions or responding to the questionnaire.
4.2.2.1 Council selection
The six councils chosen to be part of the study were located on the South
Coast and Southern Highlands of New South Wales, Australia. As both places
are geographically close to the researcher’s home and university, the six
councils were “convenient samples” (Zikmund 2003, p. 380). The proximity of
the councils enabled regular visits by the researcher, facilitating the promotion
of the study and recruitment of potential participants. Four of the councils were
located in rural areas and the remaining two were in regional centres.
4.2.2.2 Sampling unit
For this study the sampling unit (Zikmund 2003) was defined as a person who
turned 55 years or older in 2008 and was currently registered for employment
in one of the six councils selected for the study. The total number of potential
older workers in this age bracket was 683. Workers in this age group were
selected because at age 55 employees in Australia first have access to their
superannuation contributions (OECD 2005) and may begin to seriously
consider their retirement options (Adler & Hilber 2009). Data obtained from
each of the chosen councils revealed that, collectively, their employees aged
over 55 years formed a demographically homogenous group, despite a
substantial difference in the number of older workers employed at each council.
4.2.2.3 Recruitment of focus-group participants
Participants for the focus groups were recruited form three of the councils –
one of which was a rural council and the other two were regional councils. A
total number of 35 older employees volunteered. These volunteers were
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considered appropriate representatives of the total sample unit. Five focus
groups were conducted. Two groups consisted only of indoor workers. Two
groups consisted only of outdoor workers. One group had both indoor and
outdoor workers. Table 4.1 details the gender and work situation of focus group
participants.
Table 4.1: Participant characteristics and numbers for the 5 focus groups.
Council 1

Council 2

Council 3

Gender

Indoor/Outdoor

Indoor

Outdoor

Indoor

Outdoor

Totals

Males

6

4

5

5

6

26

Females

1

4

0

4

0

9

Totals

7

8

5

9

6

35

Due to an “us and them” situation existing between indoor and outdoor workers
where a lack of trust exists between the two groups, the groups were split
where possible. Krueger (1994) advocates splitting groups to ensure focus
group members do not feel restricted in their comments. It was therefore
considered important to separate indoor and outdoor workers as a way of
improving the dialogue between group members. The average number of
participants in each focus group was seven, which, according to Bryman (2008)
and Krueger (1994), is within the acceptable size range for research-oriented
focus groups.
4.2.2.4 Recruitment of questionnaire respondents
Members of the target group of older workers (n = 683) were invited to
complete the questionnaire. As the entire group of older workers was clearly
defined using council records, “saturation sampling” (Bradley 2006) could be
used, providing a number of key advantages. The first advantage relates to
obtaining actual information on the target group, which can then be compared
to the information provided by respondents, thereby improving data validity. A
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second advantage was increased data reliability through the elimination of
multiple responses from the same person. The third advantage was the ability
to track responses and follow up with people who had not submitted, along with
the ability to re-establish contact at a later date should a future longitudinal
study be undertaken with the same population.
4.2.3 Ethics approval
Ethics approval for this study was required and obtained from the University of
Wollongong’s Human Research Ethics Committee (HREC). Permission from
the general managers of the councils involved in the study was also required
and obtained. Due process was followed and the necessary ethical protocols
were maintained.
One complaint about the questionnaire process was made to the HREC by a
member of the target population. The complaint related to the principal
researcher’s professional relationship with one of the councils involved in the
study. With guidance from the ethics committee a follow-up letter was sent to
all potential respondents in an effort to allay any fears respondents may have
had regarding the motives and professional conduct of the principal researcher.
After sending the letter no further correspondence was received regarding the
complaint.
4.2.4 Promotion of the study
Promotion of the study was necessary for obtaining a statistically robust
sample. At least 255 usable responses were needed to meet Hair et al.’s
(1998) 15:1 ratio of cases to logistic regression independent variables. Given
that there were only 683 people in the target group, a response rate of 37%
was sought. A 37% response rate for paper-based questionnaires could have
been difficult to achieve (Frankfort-Nachmias & Nachmias 1996), prompting the
use of several strategies to encourage participation in the current study. These
strategies included: holding lunchtime presentations about the study at the
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participating councils; publishing articles in council newsletters; running focus
group sessions in three of the six councils; providing incentives, such as the
chance to win weekend getaways, a gift hamper or gift vouchers; having direct
involvement with key human-resource staff employed by the councils; sending
a follow-up letter to potential respondents; developing a relatively short
questionnaire; acknowledging councils’ support for the study; and fostering a
sense of ownership with the study objectives by the questionnaire respondents
(Frankfort-Nachmias & Nachmias 1996). The questionnaire was completed by
51% of the target group of older workers. Hence the response rate was more
than adequate for recognised quantitative-analysis techniques. This high
response rate highlighted the success of the strategies employed in designing
and promoting the questionnaire.
4.2.5 Development of the focus group and questionnaire methods
The following section discusses the development of the two methods: focus
groups and a paper-based questionnaire. The analysis technique used on the
focus group data is provided at this point, as it was critical to the development
of the questionnaire. The questionnaire development and structure are also
highlighted.
4.2.5.1 Focus-group development
The number of focus groups used in any particular research project can vary
significantly. Bryman (2008) advocates between eight and 52 groups, whereas
Krueger (1994) states that researchers should initially plan for three sessions.
However, Bryman and Krueger agree that the number of groups depends on
the information being obtained and the point at which no more new concepts
are being generated by additional groups (Krueger 1994; Bryman 2008). In this
study, initial analysis was undertaken at the end of each focus group. By the
end of the fifth focus-group session most of the identified concepts from earlier
focus groups were being repeated and little new information was being
generated for the study, so no further focus groups were held.
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The focus groups were conducted at various locations, such as a lunchroom
and office-meeting room. A basic outline of topics was developed and used as
starter questions; however, the group members were encouraged to talk
amongst themselves rather than speak to the researcher, or answer the
researcher’s questions. This created open, free-flowing conversation amongst
colleagues. All focus group discussions were audio recorded and transcribed
verbatim. Notes taken by the research assistant provided additional
information. The average length of a focus group was 1 hour 20 minutes.
To help manage the large quantity of data obtained from the transcription
process, grounded theory coding was used (Bryman 2008). Charmaz (2006)
provides two main forms of coding; initial coding and selective or focused
coding (p. 67). Initial coding generates a large number of codes, providing the
researcher with a general feel for the data (Charmaz 2006). Focused coding
involves determining the most common codes and those that reveal the most
about the data. At times, codes are combined to form new codes, a practice
similar to Strauss and Corbin's (1998) axial coding. Charmaz (2006) points out
the inherent problem with focused coding: the researcher may end up viewing
the social world somewhat differently to the participants. In an effort to limit the
researcher’s influence on what the focus-group participants were conveying in
this study, focused or axial coding was minimised.
The focus-group analysis process for the current study involved numbering
each statement as a means of referencing the original participants’ words
during further analysis and after the data was coded. Initial coding was used to
generate a large number of minor themes. Key ideas were then grouped to
generate major themes. Generally, the major themes related to statements
made by a large percentage of participants. The major themes were then
compared with the literature to determine the level of fit and to identify concepts
unique to the target population.
The aim of the focus-group analysis was not to generate theory (Bryman 2008)
but to uncover new concepts, find support for the literature and, where
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possible, gain an understanding of the issues and language (Morgan 1997)
surrounding the retirement intentions of older local-government workers. Focus
groups provided “rich” 2 information that was included as part of the discussion
of the study’s findings. Findings from the focus groups also provided a valuable
contribution to the development of the questionnaire.
4.2.5.2 Questionnaire development
Questionnaire development involved three major steps in an effort to improve
content validity; in particular, face validity. The first involved a review of the
extant literature that related to older workers and the factors relating to their
retirement intentions. The second step involved the use of focus-group findings
from the target population. The findings helped to verify what was found in the
literature, reduce superfluous variables and identify additional factors that could
be specific to the target population. The third step involved piloting the draft
questionnaire through the use of “judges” (Frankfort-Nachmias & Nachmias
1996, p. 166), which comprised two older workers taken from the population,
two researchers who specialised in questionnaire development and the
supervisor of the research student conducting the current study.
As the length of the questionnaire was considered to be critical in obtaining a
high response rate, each question was reviewed in relation to the study
objective (Bryman 2008). Only questions considered to meet the study
objective or improve the reliability of the questionnaire were included. During
the review process several questions were removed, others were rewritten to
reduce ambiguity, while some questions were added. One question in particular
was added after piloting the draft questionnaire with a member of the target
population. Upon completion of the questionnaire the respondent was asked if
he considered all areas relating to the study objective had been covered. After
2

“Qualitative researchers claim, by contrast [to quantitative researchers], that their contextual

approach and their often prolonged involvement in a setting engender rich data” (Bryman,
2008, p. 394).
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some thought, the respondent stated that a question should be added that
asked about a person’s hours of unpaid overtime. As will be shown in the
findings, this proved to be an important question.
4.2.5.3 Questionnaire structure
The questionnaire (provided in Appendix B) was developed using a
combination of demographic questions, pre-existing tools and the creation of a
new questionnaire section. Demographic questions were included to provide
comparison with the known population, to use as control variables and to allow
the generation of descriptive statistics. The pre-existing tools included: a
measure for the work-ability index (Tuomi et al. 2001) of each respondent; a
measure of work place influences3 (Musich et al. 2006c) being modified to suit
the requirements of the study; and the construction of specific questions that
incorporated the findings from the focus groups and the literature review. A
discussion of the questions included in the questionnaire follows.
Questions 1 to 12 were included to gain demographic information about
respondents and their work situation. The two main reasons for collecting the
demographic data were to gain the ability to compare the sample obtained with
the population the sample was drawn from, and to provide grouping variables
that could be used in the analysis to gain a better understanding of the
information generated by the analysis process.
Questions 13 to 20 were used to measure the work-ability index (WAI) of each
respondent. The extensive overseas use of the WAI tool and the ability to
access its use through an Australian university that at the time of data
collection was using the tool for its own research into older workers (Business
Work and Ageing 2007) made it an ideal instrument to determine the
relationship between health-related work productivity and retirement intentions.
The validity of the WAI tool as a means of measuring health-related work
3

Australian Health Management – Health Risk Assessment (AHM-HRA).
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productivity is well documented in European countries (Nygard et al. 1997;
Tuomi et al. 1997; Camerino et al. 2006). However, given its relatively recent
introduction into Australia, it has yet to be proven as a valid instrument within
the Australian context.
The work-ability index generates a number between 7 and 49, where seven is
considered extremely low work ability and 49 extremely high. The index
number is calculated using the answers given to the eight questions that make
up the WAI and information provided in the handbook. The handbook also
provides an indication of possible cut points for people 45 years of age and
older. Excellent work ability is 44 to 49, good work ability 37 to 43, moderate
work ability 28 to 36 and poor work ability 7 to 27 (Business Work and Ageing
2007).
Question 21 and question 22, “When do you expect to retire?” and “If there
were no restrictions when would you like to retire?” respectively, were set as
the dependent variables. Previous research (Knox 2003; Public Employment
Office 2006; Marcus 2007) has used similar questions as the dependent
variables when seeking to understand retirement intentions. However, question
21 is considered to be more accurate in predicting actual retirement (Beehr &
Bennett 2007) over desired retirement and was used in all analysis carried out
in this study.
Questions 23 to 34 were designed using information gained from the literature
review and “within population” focus groups, as no suitable tool could be found
in the literature. To ensure the validity of the Work Retirement Intentions (WRI)
questionnaire, a number of steps were undertaken, including: an extensive
literature review; focus-group sessions with people taken from the target
population to gain an understanding of the factors relating to their retirement
decision (content validity); and construction of a questionnaire that linked
questions to the study objective (face validity).
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Question 35 was included in the questionnaire to ascertain those specific
factors relating to retirement intentions. Ten sub-questions were asked (35a to
35j) and respondents were asked to answer each sub-question based on the
statement: “I would be more likely to remain in the workforce after my expected
retirement age…”.
Questions 36 to 54 were included to capture workplace influences and were
adapted from the Australian Health Management-Health Risk Assessment
questionnaire (AHM-HRA). The AHM-HRA tool was developed with Australian
cultural nuances in mind and has been used in a number of Australian studies
(Musich et al. 2006a; Musich et al. 2006b), to help understand the impact on
work productivity due to health-related influences and organisational factors.
Question 36 was used to determine how stress levels along with physical or
emotional health affect work impairment. The concept is known as
presenteeism, where a worker is present at work but not fully productive.
Scores calculated for presenteeism range from 0 (no loss of work productivity
due to health-related issues) to 24 (total loss of work productivity due to healthrelated issues) 4. As previously discussed in Chapter 2, presenteeism and work
ability are very similar and could be seen to be measuring the same construct.
Rather than removing the presenteeism question, it was considered an ideal
way to check the validity of the work-ability tool. This is the first time that
presenteeism and the work-ability index have been included in the same
questionnaire.
To help improve the logistic regression modelling, the work-ability index and
presenteeism scores were dichotomised. For the work-ability index, scores in
the bottom 25% of the sample (WAI scores less than 38.1) provided the cut
point, while the presenteeism scores were cut at the top 25% of the sample
(scores greater than 5 on the presenteeism scale).

4

Scoring sheet provided by Australian Health Management as used by Musich et al., 2006b.
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Questions 37 to 54 were included to determine respondents’ perceptions of
their workplace and issues relating to their organisation. These questions were
reformatted from the original AHM-HRA questionnaire to ensure that the fivepoint Likert scale used matched other questions in the questionnaire. Although
the process of reformatting the AHM-HRA instrument yielded a more coherent
questionnaire, where questions flowed one to the next, the reformatting greatly
reduced the ability to compare past research using the AHM-HRA tool to the
current study.
Questions 55 to 60 were derived directly from the focus-group discussions.
While the literature provides limited support for these questions, findings from
the focus groups made it clear that these were important issues for older localgovernment workers involved in this study.
Table 4.2 provides a summary of the questions within the questionnaire and
associated numbering.
Table 4.2: Questionnaire themes and questionnaire numbering
Question number

Focus of question

1 to 12

Demographic, relating to the participant and his/her
work situation.

13 to 20

Measure of the participant’s work ability (WAI)

21 and 22

Dependent variables

23 to 34

The possible impact of retirement

35

Specific factors relating to retirement intentions

36

Measure of participant’s presenteeism

37 to 54

Participant perceptions of the workplace and issues
relating to the organisation and management
Questions determined through focus-group findings,
relating specifically to older workers in local government

55 to 57
58

The need for retirement workshops

59 and 60

Demographic, relating to spouse and hours of unpaid
work
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4.2.5.4 Variables
Finalisation of the questionnaire content allowed the identification of the
variables used in the data-analysis process. The following sections focus on
the nature of the dependent and independent variables and the question/scales
used to determine them. A complete list of the variables is provided in
Appendix C.
Dependent variables (DV)
The dependent variable was constructed as a continuous variable (ordinal) and
dichotomous variables from the question. “When do you expect to retire?” The
response scale of <1, 1-2, 3-4, 5-9, >10 years was used. A dichotomous
variable was created by grouping the responses <1 to 4 years (0) and 5 to 10
plus years (1). A second DV, “If there were no restrictions when would you like
to retire?” was also asked in the questionnaire but not used in the analysis and
subsequent study findings.
Independent variables (IV)
The independent variables were considered from seven possible categories:
demographics, health-related work productivity/impairment (work ability,
presenteeism), corporate environment factors, personal factors, barriers to
retirement, work barriers and work promoters.
4.2.5.5 Questionnaire distribution
Given that the entire group of workers 55 years and older was known to their
individual councils, posting of the paper-based questionnaire meant that most if
not all people in the target population would receive the information pack
containing the questionnaire (Appendix B). The questionnaire remained open
for six weeks to capture the responses from as many of the older workers as
possible, including those who may have been on leave at the time.
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The information kit, consisting of an introduction letter (Appendix A) providing
background on the study, the questionnaire, a slip to enter the draw for a prize
and a pre-addressed prepaid envelope, was mailed out during the last two
weeks of May 2008. The final questionnaire accepted for inclusion in the
analysis was received on 8 July 2008. Timing of questionnaire delivery is
important in gaining maximum response rate (Krueger 1994), and in the case of
this study the timing was critical, given the global economic downturn that
developed shortly after the last questionnaires were received in the first week
of July 2008.
To maintain a high level of confidentiality the information kit was provided to the
human-resource department within each council. The human-resource staff
addressed the information kit and distributed it to the target group within their
respective councils. The completed questionnaire was returned in the stamped,
addressed envelope directly to the researcher. These arrangements provided a
high level of confidentiality since the researcher did not have access to the
names of respondents and the human-resource staff did not know who had
completed the questionnaire or have access to the data collected. The list of
names relating to the study held by each human-resource department was kept
on file so that the winners of the inducements could be contacted by the HR
department and to allow future follow-up research.

4.3

Quantitative data preparation and analysis techniques

Preparation of the questionnaire data and quantitative analysis techniques
used in the study are described in the following sections.
4.3.1 Data preparation
Preparation of questionnaire data involved case elimination and the imputation
of missing data (Hair et al. 1998, pp. 51-55).
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4.3.1.1 Elimination of cases
Of the 349 cases received, 17 cases were removed. Cases were removed for
several reasons:
•
•
•

Two cases were outside the 55 years and above age range set for the
population.
Twelve cases were removed because of excessive amounts of missing
data.
Three cases were found to have both univariate and multivariate
outliers. These cases were considered to be unreliable and were
removed from the sample.

Appendix G provides a summary of the cases removed from the sample.
Another 16 cases were found to contain either univariate (cases with variables
that showed a z score above 3.29, p <.001) (Tabachnick & Fidell 2007, p. 73)
or multivariate outliers (cases with a Mahalanobis score greater than chi-square
(34) = 65.25 at p<0.001, d.f.=34) (Tabachnick & Fidell 2007, p. 74). Analysis
with and without these cases in the sample showed no appreciable difference
in the results. It was therefore decided to retain the cases containing the
univariate and multivariate outliers. A final sample of 332 cases was included in
the analysis.
4.3.1.2 Imputation of missing data
To retain as many cases as possible and alleviate the effect of missing data on
the analysis process, an imputation method was deployed to replace all
instances of missing data with estimates that were based on valid values of
other variables and/or cases and an implicit understanding of the population
from which the sample was drawn (Hair et al. 1998). Three methods of
imputation were used: case substitution, mean substitution and Cold Deck
imputation (Hair et al. 1998, p. 54).

76

4.3.2 General assumptions and statistical techniques
A group of statistical techniques were employed in the process of data analysis.
These techniques discussed in the following section include: chi-square,
Pearson’s correlation coefficient, factor analysis and logistic regression
analysis. Each step in the statistical flow provides different information about
the relationships among the variables. Pearson’s correlations and chi-square
analysis were used in this study as exploratory techniques, while direct logistic
regression supported by information from the exploratory work and focus-group
findings provided the core analysis of the data. Given the large number of
variables, factor analysis using principal components (PCA) was used to
improve the logistic regression analysis, by reducing the number of variables
through the creation of composite variables. Each technique has a set of
assumptions that need to be identified to allow correct estimation and
interpretation of the results (Hair et al. 1998).
4.3.2.1 General assumptions
Pearson’s correlations, principal component analysis and logistic regression all
share a group of general assumptions (Pallant 2005) that will be covered in this
section of the thesis. Assumptions specific to individual techniques will be
covered when discussing that technique. Assumptions identified by Pallant
(2005) and discussed by Hair et al. (1998) and Tabachnick and Fidell (2007)
include level of measurement, related pairs, independence of observations,
normality, linearity, outliers and missing data.
Level of measurement relates to the type of data that are collected and should
be in the form of an interval or ratio (continuous) (Pallant 2005). A range of data
types were developed through the questionnaire process, including discrete (or
dichotomous) and interval (or continuous) data. For the statistical tests
described in this section, interval or continuous data were required (Pallant
2005). An exception to this is logistic regression, which requires a dichotomous
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dependent variable and either continuous or dichotomous independent
variables (Tabachnick & Fidell 2007).
The majority of the interval variables were derived from a five-point Likert scale.
While Tabachnick and Fidell (2007, p. 7) referred to this as an “ambiguous
measurement”, they also state it is “not the type of measurement so much as
the shape of distribution” (Tabachnick & Fidell 2007, p. 6). The shape of the
distribution of data will be discussed under the heading of normality.
Related pairs refers to the need for each case to have a score on both
variables x and y (related pairs) where the information is obtained from the
same person (Pallant 2005). This assumption is closely linked to the issue of
missing data. Given that all missing data were identified and appropriately dealt
with, it can be argued that the assumption for related pairs has been
adequately addressed.
Independence of observations refers to the need to collect data that are not
influenced by any other observation or measurement (Pallant 2005). Given that
the questionnaires were individually addressed and mailed out to all members
of the target population for completion in their own time, there would be limited
opportunity for respondents to be influenced by any other observation or
measurement associated with this study.
Normality states that scores on each variable should be normally distributed
(Pallant 2005). Hair et al. (1998) support Pallant in stating that a histogram is a
good starting position for the researcher to gain an adequate perspective on
the shape of the variable distribution. A large proportion of the identified
continuous variables indicated an adequate representation of the normal
distribution (see Appendix K). However, variables that do not follow a normal
distribution, where skewing of the data moves the variable’s mean away from
the centre of the distribution, may need transforming to improve normality
(Tabachnick & Fidell 2007). However, Manning and Monro (2007) argue that “it
is not appropriate to “fix” a problem with skew which is due to a ceiling or floor
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effect by using a transformation” (p. 64). Appendix D provides skewness and
kurtosis results for the significant variables described in the findings chapter.
Linearity is required for all multivariate techniques that are based on
correlational measures of association including logistic regression and factor
analysis (Hair et al. 1998). According to Pallant (2005), “the relationship
between the two variables should be linear” (p. 118); in other words, a
scatterplot of scores should show a straight line, not a curve. Tabachnick and
Fidell (2007) provide a method of obtaining linearity as well as normality and
homoscedasticity using regression programs and an examination of the
residual scatterplots generated by the program. To this end, multiple regression
analysis was carried out on all independent continuous variables and the
dependent variable to obtain scatterplots, which were then compared to those
provided by Tabachnick and Fidell (2007). Appendix E provides scatterplots for
a selection of the more critical variables. As pointed out by Tabachnick and
Fidell (2007), non-linearity of residuals does not invalidate an analysis but does
weaken it. Curved linear relationships are valid; however, the power of a linear
analytical tool is reduced given the tool’s ability to fully map the relationships
among the independent variables and the dependent variable.
Outliers are cases with values well above or below the majority of other cases
(Pallant 2005). According to Hair et al. (1998), outliers can be regarded as
beneficial or problematic to the study objectives. Beneficial outliers provide the
researcher with an opportunity to discover unique characteristics of the
population, while problematic outliers are “not representative of the population,
counter to the objectives of the analysis, and can seriously distort statistical
tests” (Hair et al. 1998, p. 64). Outliers may be viewed in one of two ways:
either as univariate, where there is an extreme score on a single variable, or
multivariate, where a range of different variables have an unusual pattern
(Manning & Munro 2007). Manning and Munro (2007) also state that “outliers
may exist for dichotomous variables and the variables on ratio and interval
scales” (p. 49).
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Univariate outliers among dichotomous variables are easily identified: cases on
the “wrong” side of a very uneven split are likely to be univariate outliers.
According to Rummel (1970, cited in Tabachnick & Fidell 2007) dichotomous
variables with 90-10 splits between categories should be deleted. Examination
of the dichotomous variables in the current study using case frequencies found
no outlier groups that violated the 90-10 rule. However, for this study it was
found that some groups had categories where the small number of respondents
within the category may have violated the rule. These variables included: work
situation, where part-time casual and contract were combined as one category;
highest educational level completed, where primary and secondary were
combined as one category; and position in the organisation, where senior
manager and manager were combined to form a single category. The SPSS
Transform function was used to generate new variables which were then used
for all subsequent analysis.
With continuous variables where ungrouped data are used for regression and
factor analysis, univariate and multivariate outliers are sought among all cases
at the same time (Tabachnick & Fidell 2007). To locate univariate outliers,
standardised scores (z scores) were calculated for each case within each
continuous variable. Tabachnick and Fidell (2007) suggest that standardised
scores in excess of 3.29 (p <.001, two-tailed test) may be potential outliers.
“Multivariate outliers are individuals who have an unusual pattern of responses
across a number of different variables” (Manning & Munro 2007, p. 55) and are
detected by calculating the Mahalanobis distance. The Mahalanobis distance,
according to Tabachnick and Fidell (2007), should be interpreted as a chisquare statistic with degrees of freedom equal to the number of independent
variables used in the calculation. For the current study, the Mahalanobis cut-off
point with 34 variables was chi-square 65.25 at p <.001, d.f.=34 as specified by
Tabachnick and Fidell (2007). As previously mentioned, a group of cases were
found to have either univariate or multivariate outliers. After analysis showing
the effect of the outliers on the results, only the three cases with both univariate
and multivariate outliers were removed form the study.
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Missing data can be detrimental to an analysis through their potential “hidden”
biases of the results and in their practical impact on the sample size available
for analysis (Hair et al. 1998, p. 47). A thorough review of the data set revealed
a number of missing data points. The most serious, where excessive missing
data affected the use of a critical measure for a particular respondent, were
removed. In all, twelve cases were removed from the data set due to excessive
missing data. The resulting data set revealed 76 appearances of missing data
from 50 different cases, which was 0.4% of the total number of questions, well
within the 5% or less limit set by Tabachnick and Fidell (2007, p. 63) for
missing data in a random pattern from a large data set.
4.3.2.2 Statistical techniques
Chi-square test for independence
The dependent and, where possible, the independent variables were
dichotomised and tested in contingency tables for significance of independence
(α=.05) with the dependent variable. Yates's Correction for Continuity (CC)
value was used as a way of compensating “for what some writers feel is an
overestimate of the chi-square value when used with a 2 x 2 table” (Pallant
2005, p. 288). For other independent variables that had more than two
categories, the chi-square value was retained.
Assumptions for the chi-square test for independence include the need for
random samples (achieved through saturation sampling), independent
observations (numbered questionnaires and identified population members to
maintain independent observations) and an adequate number of responses in
each cell (Pallant 2005). Pallant (2005) recommends a minimum of five per cell
and 10 where 2-by-2 tables are employed. For the current study no cell had a
frequency count of less than 10. No assumptions were violated during the
cross-tab analysis.
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Pearson's correlations
Individual correlations of all possible pairs (continuous variables) were tested to
determine significant associations between the dependent variable and all
possible independent variables, as well as correlation between independent
variables testing for significant overlap in variables.
Pearson's correlation coefficient (r) can take on any value between -1 to +1,
where the direction of the relationship is provided by the sign, and the strength
of the relationship between the two variables is given in absolute terms,
expressed by how close the value is to 1 (Pallant 2005). Pallant (2005)
provides a list of r values, where r +-.10 to .29 is small; r +-.30 to .49 is
medium; and r +-.50 to 1.0 is considered large. Small values that may be
statistically significant may not have practical significance, and any discussion
of causality should be treated with caution (Pallant 2005).
Factor analysis
Factor analysis using principal components was employed to analyse
interrelationships among the 34 Likert-scale type item variables taken from the
collected data in an effort to explain the common underlying dimensions
(factors) (Hair et al. 1998). Hair et al. (1998) state, “the objective is to find a
way of condensing the information contained in a number of original variables
into a smaller set of variance (factors) with a minimum loss of information” (p.
14).
Pallant (2005) provides a three-step process for conducting principal
component analysis (PCA), including assessment of the suitability of the data
for PCA, PCA extraction and PCA rotation and interpretation.
To assess the suitability of data for PCA, both sample size and strength of the
relationship among the variables needs to be considered. The strength of the
correlations and number of extracted components will dictate the required
sample size (Tabachnick & Fidell 2007). Tabachnick and Fidell (2007) quote
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Comrey and Lee (1992): “as a general rule of thumb, it is comforting to have at
least 300 cases for factor analysis” (p. 613); while Hair et al. (1998) suggest an
acceptable size of “10 times as many observations as there are variables to be
analysed” (p. 99). The number of variables to be analysed (34) and the number
of cases in the sample (332) gives a ratio of 9.8 cases per variable. Given the
sample size and ratio of cases per variable, the data are considered acceptable
for PCA analysis. The second issue relates to the strength of inter-correlations
among the items, which, according to Tabachnick and Fidell (2007), should
show r values greater than .3. Here again, the sample data provided a number
of correlations above .3.
Pallant (2005) discusses two other statistical measures to help assess the
factorability of the data: Bartlett's test of sphericity; and the Kaiser-Myer-Olkin
(KMO) measure of sampling adequacy. For the sample data set, Bartlett's test
of sphericity was significant (chi-square 5102.17, p<.005, df=595), and the
KMO value was .85, which is greater than the .6 figure provided by Tabachnick
and Fidell (2007) as the minimum value for a good factor analysis.
The second step to PCA analysis is component extraction. Pallant (2005)
makes it clear that the researcher needs to determine the number of
components that best describes the underlying relationship among the
variables. There is a need to find a simple solution with a minimum number of
components and at the same time explain as much of the variance in the
original data set as possible. Hair et al. (1998) suggest an iterative approach to
determining the number of components that best meets the needs of the
analysis. Three tests for selecting the number of components are described in
Pallant (2005): Kaiser’s criterion, scree test and parallel analysis (p. 175).
An eigenvalue of 1.5 was used to provide an interpretable group of components
for extraction. The scree test provides a graphical representation of the
eigenvalues. Catell (1966, cited in Pallant 2005) “recommends retaining all
factors above the elbow, or break in the plot, as these factors contribute the
most to the explanation of the variance in the data set” (p. 175). Appendix I
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provides the scree test plot of the sample data indicating a three- or fourcomponent solution. The final test used to determine the number of
components to be extracted was Horn’s (1965, cited in Pallant 2005) parallel
analysis. This technique compares the size of the eigenvalues with those
obtained from a randomly generated data set of the same size. Appendix I
provides a table of randomly generated data that confirms the three-component
solution.
Component rotation and interpretation is the final step in the PCA process. To
help interpret the results of component extraction, component rotation is
employed. While the underlying solution is not altered by rotation, it helps to
present the pattern of loadings in a manner that is easier to interpret (Pallant
2005). There are two main types of rotation: orthogonal and oblique.
Tabachnick and Fidell (2007) state that “orthogonal solutions offer ease of
interpreting, describing, and reporting results” (p. 637) and require the
underlying components to be uncorrelated. Oblique rotation allows correlated
components; however, they are more difficult to interpret, describe and report.
The exploratory nature of the PCA carried out on the data set, where the main
aim was to reduce the number of variables for further analysis, guided the
decision to use a varimax orthogonal technique. “The goal of the varimax
rotation is to simplify the factors by maximising the variance of the loadings
within factors, across variables” (Tabachnick & Fidell 2007, p. 638).
Logistic regression
Logistic regression modelling was used to determine a multivariate logistic
model using a significance cut off of p<.05. The model was used to determine
the set of significant predictors and to rank the relative strength of the
significant independent variables predicting odds ratios (likelihood) for later
retirement (after five years).
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Where the dependent variable is in a categorical form, multiple regression
analysis is not appropriate. Discriminative analysis provides another method of
determining those variables that influence the outcome of the dependent
variable. However, due to the need for all independent variables to have a
multivariate normal distribution, a large number of independent variables may
need to be eliminated from the analysis given the strength of this assumption.
Logistic regression is regarded as a better choice when the dependent variable
is categorical, the independent variables are categorical or continuous and the
assumption of multivariate normality is not satisfied (Tabachnick & Fidell 2007).
The basic equation for logistic regression is provided in Equation 4.1.
Logistic regression does not make assumptions concerning the distribution of
scores for the predictor variables (Pallant 2005). However, like multiple
regression, logistic regression is sensitive to extremely high correlations among
continuous predictor variables (multicollinearity) (Tabachnick & Fidell 2007).
For the study, multicollinearity has been greatly reduced by using dichotomous
variables in place of interval (continuous) variables, where four of the seven
predictor variables were dichotomous. Outliers can also affect analysis by
logistic regression. Assumptions relating to outliers have been covered in a
previous section under the heading “general assumptions”.
Equation 4.1: Basic equation for logistic regression
e B1X1+B2X2…+BkXk+a
Ŷ=

1 + e B1X1+B2X2…+BkXk+a
Where:
Ŷ

=

the probability that a case is in a particular category

e

=

the base of natural logarithms (approx. 2.72)

B1X1+B2X2…+BkXk+a

=

a linear equation

K

=

the number of predictors
(Manning & Munro 2007, p. 206)
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Of the three types of logistic regression – direct, sequential and statistical
(stepwise) – direct logistic regression is considered by Tabachnick and Fidell
(2007) as the method of choice where no specific hypothesis about the order or
importance of predictor variables is required. As the current study is
exploratory, direct logistic regression was considered to be the most
appropriate option. Predictor variables, including the PCA composite variables
and 14 other variables taken from the questionnaire findings, were included in
the direct logistic regression analysis. Eight predictor variables were identified
as showing significance (p<.05) with the dependent variable.
Dependent variable encoding requires the DV to be provided as either 0 or 1.
For the current study, 0 indicated retirement intentions within five years, while 1
was used for those respondents intending to retire after five years.
Several tests were used to indicate the performance of the model generated in
the logistic regression analysis. These tests included the Omnibus Tests of
Model Coefficients, which give an overall indication of how well the model
performs and requires a significance value less than .05, and the Hosmer and
Lemeshow Test, where the “goodness of fit” is identified with a significance
value greater than .05 (Pallant 2005).
The Cox and Snell r2 and Nagelkerke r2 values are used to provide an
indication of the amount of variation in the dependent variable explained by the
model. Pallant (2005) describes these values as pseudo r2 statistics, as they
are similar to r2 values provided in multiple regression output. The higher the
logistic regression r2 values, the greater the variation in the dependent variable
explained by the model.
Three tests of a logistic regression analysis that are critical in understanding
the influence of predictor variables on the dependent variable include: the Wald
test, where variables with a significance level of less than .05 are considered to
contribute the most to the predictive ability of the model, and where higher
Wald value indicates stronger predictive ability; B values, which are used to
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calculate the probability of a case falling into a specific category; and Exp(B)
values, the odds ratios (OR) for each of the independent variables within the
model (Pallant 2005).
For the current study, the odds-ratio value for each predictor variable was very
important in answering the research question. Not only did the logistic
regression model identify those variables related to a longer work life (five
years and over), it also provided an indication of the importance of the predictor
variable to the dependent variable. As discussed in Tabachnick and Fidell
(2007), “The odds ratio is the change in odds of being in one of the categories
of outcome when the value of a predictor increases by one unit” (p. 461). The
odds ratio provided by Exp(B) is a point estimation and therefore may not be
the true value. Confidence intervals (95% CI for Exp(B)) provide a range of
values that encompasses the true value of the odds ratio with 95% confidence
(Pallant 2005).

4.4

Summary

The methodology used in this study was guided by the research question and
underpinned by a pragmatic paradigm. A mixed-methods design provided the
most effective and efficient way of obtaining the necessary data, given the
limited resources and narrow timeframe available for the study. The two
methods chosen for this study were focus groups and a paper-based
questionnaire.
Focus groups were used to gain an understanding of the issues about
retirement that are relevant to older council workers as well as an appreciation
of the language used by these workers when discussing such retirement
issues. Analysis of the focus-group data assisted with the development of the
questionnaire, interpretation of the questionnaire findings and validation of the
current literature. While focus groups provide “rich” data needed to better
understand the subject matter, such data have limited generalisability to other
groups. To allow the study findings to be applied to the study’s target group and
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other older local-government workers from similar demographic regions, a
survey using a self-completion paper-based questionnaire was undertaken.
The questionnaire provided the primary source of quantifiable data for
statistical analysis. The analysis techniques employed in the current study
included: factor analysis using principal components to reduce the large
number of variables for further analysis; chi-square and Pearson’s correlation
coefficient, used to identify possible associations between the dependent
variable (‘number of years to retirement) and the group of independent
variables; and logistic regression, used to identify retirement-intention
predictors and generate a predictive equation.
The questionnaire also provided an efficient way of obtaining responses from a
large group of people in a relatively short period of time with minimal expense.
While the cross-sectional nature of the study provided data for analysis, it has
also limited the ability to show cause-and-affect relationships. However, the
exploratory nature of the study reduced the need to establish such
relationships.
The methods of data collection and analysis techniques presented in this
chapter underpin the following chapter, which presents the findings obtained
from the analysis of focus-group data and descriptive and inferential statistical
techniques.
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CHAPTER 5
5.1

FINDINGS

Introduction

This chapter provides information on the study sample by detailing results from
the analytical processes, outlined in the previous methodology chapter. Several
different techniques were used to describe and understand the information
provided by the data. The qualitative techniques of grounded theory coding
were used to analyse the focus-group data, providing major themes and
specific concepts and words relating to older council workers. The techniques
used for the quantitative data included: descriptive analysis of older workers
and the questionnaire variables; factor analysis 5 to reduce the number of
variables for further analysis; chi-square and correlation analysis, used to
explore the relationship between the dependent and independent variables;
and, finally, logistic regression analysis to construct a model and a predictive
equation, to help identify predictors for later retirement in older localgovernment workers.

5.2

Discussion of the population and sample statistics

There is relatively little difference between the sample and target population as
a whole. Mean age, mean number of years in current council, proportion of
males

to

females,

full-time

to

part-time/casual

and

place

of

work

(indoor/outdoor) were similar between the sample and the population from
which the sample was taken. It can therefore be concluded that the sample is
representative of the population with regard to these factors. Appendix F
provides information on the sample and population demographics and, where
available, a comparison of the sample to the population for each council and
the average for all councils.

5

Principal components analysis.
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Only the manager/non-manager groups showed a substantive difference
between the population and sample. Reasons for the difference may relate to:
the greater access managers have to discretionary time for completing the
questionnaire; completion of forms being a core activity for managers; and the
generally higher education level of the managerial group. However, it is felt that
the identified differences between managers and non-managers does not have
a detrimental impact on the results, as there are sufficient numbers of nonmanager cases represented and the outcome of the study is not dependent on
the distinction between these two groups. Table 5.1 provides a summary of the
population and sample averages for the important demographic variables.
Table 5.1: Comparison of population to sample
Variable

Population

Sample

Mean age
Mean number of years in
council
Percentage of males
Percentage of females
Percentage working full time
Percentage working part
time/casual
Percentage of indoor
workers
Percentage of outdoor
workers
Percentage of managers
Percentage of nonmanagers

59.45 years (SD 4.06)

59.17 years (SD 3.38)

14.12 years (SD 10.55)

14.96 years (SD 10.37)

66%
34%
66%

65%
35%
71%

34%

29%

58%

66%

42%

34%

22%

40%

78%

60%

5.3

Focus-group findings

As previously mentioned in the methodology chapter, the main reason for the
focus groups was to gather information about older local government worker’s
views on work and retirement. The findings from analysis of the focus group
data helped to structure the questionnaire with specific words and phrases
used by participants and also identified gaps and overlaps with the literature.
Information obtained during the focus group sessions was also used to support
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the results from the quantitative analysis by adding ‘voice’ to the data. As such,
only a limited amount of information was required from the qualitative study to
meet these requirements.
The issues that were identified in the focus groups as being important in
shaping the retirement intentions of older local government workers were:
opportunity for flexible work; the organisation’s culture and working conditions;
level of work satisfaction; personal family situation; and concern about loss of
life structure. The issues that appeared less important when making their
decisions about continued work or retirement were: receiving financial reward;
training/development opportunities; having good health; having a career or
sense of job ownership; and ethnic/cultural issues. Table 5.2 provides a
summary of the focus group findings. The importance of project work being
available and having adult offspring living at home were additional issues not
well supported from the literature, but were ascertained through further analysis
of the completed questionnaire.
Table 5.2: Focus group findings: work / retirement issues

Issues of high importance:

Issues of low importance:

•
•

•
•

•
•
•

Opportunity for flexible work
The organisation’s culture and
working conditions
Level of work satisfaction
Personal and family situation
Loss of life structure with
retirement

5.4

•
•
•

Financial reward
Training and development
opportunities
Having good health
Career or job ownership
Ethnic or culture issues

Descriptive statistics

The next section discusses a group of descriptive statistics including: the
effects of retirement on older workers; incentives to delay retirement; healthrelated

work

productivity/impairment

(work

ability

and

presenteeism);

management and organisation findings; and personal aspects of older workers.
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Appendix H provides a table of the descriptive statistics discussed in the next
few sections.
5.4.1 The effects of retirement on older workers
The statistics highlighted several key issues relating to the effects of retirement
on the sample of older workers. A large proportion of respondents (81%)
indicated that retirement would result in reduced structure to one’s life, and
72% indicated that loss of structure was important to them. The ability to pass
on skills and knowledge was also important to the group (78%); however, only
55% of the group felt retirement would reduce their ability to pass on skills and
knowledge. Aspects of retirement not considered important by older workers
were: loneliness (87%), a feeling of loss relating to job or career (75%), loss of
respect (92%) and loss of status (92%); while effect on social life, life
satisfaction and the social importance of work had slightly more support, with
56%, 55% and 63% respectively of the sample considering them not to be
important.
5.4.2 Incentives to delay retirement
The data revealed that specific conditions for delayed retirement would
influence the retirement intentions of respondents. Those conditions shown by
respondents to have greater support included: financial incentives (67%)
(although this result stands in contrast to the fact that 48% felt they did not
have enough retirement income); a supportive work environment (62%); having
good health (60%); and the provision of flexible employment options (58%).
Respondents were less enthusiastic about delaying retirement for: the social
aspects of work (19%); a reduction in staff management (22%); access to
training and development (28%); increased autonomy in their job (33%);
challenging work opportunities (40%); and being able to take up project work
(45%).
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5.4.3 Health-related work productivity/impairment (work ability and
presenteeism)
Analysis showed that the calculated work-ability index and presenteeism
scores provided through analysis of the data gave similar results. The scales
for work-ability index and presenteeism were reversed, where a low score on
the work-ability index and a high score on the presenteeism scale indicated low
health-related work productivity/impairment. Both scales indicated a high
degree of skewness, with work ability showing a negative skew (-1.203, std
error .134) and presenteeism a positive skew (1.895, std error .134). Appendix
K (figures 3 and 4) provides histograms and an overlay of the normal curve for
presenteeism and work-ability scores. While the distribution of scores for work
ability and presenteeism was less than ideal and transformation of the variables
was not possible due to floor and ceiling effects in the data 6, it was decided to
include the variables in the analysis as provided.
Table 5.3 provides a breakdown of work-ability index categories (Business
Work and Ageing 2007) for the sample showing frequency and percentages. As
mentioned in the literature review, the work-ability index has a range between 7
and 49, where 7 represents the lowest work ability score, indicating poor
health-related work productivity, and 49 being regarded as excellent. The
bottom 25th percentile generated 89 cases where the work-ability index scores
were below 38.1, while presenteeism had 78 cases with scores greater than 5
(approximately the top 25th percentile).

6

Large numbers of respondent answers were at both ends of the scale.
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Table 5.3: Work-ability index categories (Business Work and Ageing,
2007) for the sample, showing frequency and percentages
WAI category
Poor
<= 26.9
Moderate
27 to 36.9
Good
37 to 43.9
Excellent
44 to 49

Frequency

Percentage

10

3%

49

15%

134

40%

139

42%

5.4.4 Management and organisation findings
The questions relating to management and organisation issues provided an
insight into respondents’ attitudes to their work situation. A large majority (87%)
indicated that they would still be working in their current organisation in 12
months’ time, while 57% thought they would retire in the next five years. It
would seem that older council workers are not looking to leave in the short
term; however, the data suggests that this situation will be substantially
different in the five-year time frame. Respondents’ showed a positive attitude to
the workplace indicating they had enough equipment, adequate facilities and
enough information to do their job. A majority of people also felt the workplace
was comfortable and they were able to balance work and family commitments.
However, these positive views of the organisation are tempered slightly by the
findings that only a minority of respondents indicated that their career
opportunities to be better in their current organisation and that changing one’s
job to something other than full-time work was not possible.
With regard to management there were some conflicting responses. While a
sizeable proportion of respondents indicated the person they report to is a good
manager, a significant proportion felt management was not aware of problems
at their level or provided regular and constructive feedback on their
performance. There were mixed responses to opportunities to develop skills
and knowledge, and management’s commitment to improve older workers well94

being at work. However, a majority of people felt that the workplace was not
free of harassment and discrimination and indicated that they were not paid
appropriately or their contribution and effort were not adequately recognised.
Respondents were more positive about their individual efforts, with most
believing they were productive, focused and their work contributes to the
business strategy and goals of the organization. Respondents also indicated
that their team or department works well together to get the job done.
5.4.5 Personal aspects of older local-government workers
Other findings relating to older local-government workers concerned aspects of
their personal, as opposed to professional, lives. Significant others and
retirement training workshops were important in the retirement-decision. While
more than half of the respondents did not have a retirement plan in place.
A sizeable proportion of the sample indicated that they lived alone, while more
than half of the respondents who did not live alone had a spouse or partner still
working. A large number of respondents indicated working at least some hours
of unpaid overtime each week, and a sizeable group of respondents indicated
they had adult offspring living at home. Table 5.4, provides the percentages for
each variable discussed above.

5.5

Inferential statistical analysis

The following section provides the results of the inferential techniques used to
analyse the data from the questionnaire responses. The techniques include:
factor analysis using principal components; chi-square test for independence;
Pearson’s correlation coefficient; and logistic regression with a discussion of
the model and predictive equation.
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Table 5.4: Management and personal variables of older local-government
workers
Management and personal variables

Percentage

Still working in the organization in 12 months time

87

Wanting to retire in the next 5 years

57

Having adequate equipment and resources to do their job

76

Given enough information to do their job

74

A comfortable workplace

70

Possible to balance work and family commitments

69

Career opportunities were better in the current organisation

30

People who felt they could change ones work situation from
full time to part time

26

Having a good manager

68

Management not aware of problems at their level

56

Getting regular and constructive feedback on their
performance

52

Not given opportunities to develop skills and knowledge

53

Management are not committed to improving their well being

46

The work place is free of harassment and discrimination

40

Not being paid appropriately

57

Contribution and effort not adequately recognised

57

Believe they are productive and focused

88

Work contributes to the business strategy and goals

83

Team or department works well together

80

Significant others are important

86

Retirement training workshops would help with the retirement
decision

56

No retirement plan in place

53

Live alone

21

Spouse or partner still working

53

Working unpaid overtime

43

Adult offspring still living at home

20
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5.5.1 Factor analysis
A factor analysis using principal components analysis (PCA) and a varimax
rotation was conducted on the independent variable data from the retirementintentions questionnaire. The independent variable data was obtained from
questionnaire questions 21 to 35j and 37 to 58. Many bivariate correlations
between items were in excess of .30; therefore the correlation matrix was
considered to be potentially appropriate for PCA. As the Kaiser-Meyer-Olkin
measure of sampling adequacy (KMO = .850) was greater than .6, and
Bartlett’s test of sphericity was significant (chi-square = 5102.17, p<.005,
d.f.=595), the data were deemed appropriate for the application of PCA.
Communalities ranged in magnitude from .180 (ability to pass on skills) to .721
(a supportive work environment). Four components accounting for 48% of the
total variance were extracted with eigenvalues greater than 1.50. A scree test
(Appendix I) suggested a four-component solution might be most appropriate
for this dataset. Examination of the factor loadings and results from the parallel
analysis (Appendix I) indicated that only the first three components should be
interpreted.
Component 1 accounted for 15.5 % of the variance. The item with the largest
loading on component 1 was a supportive work environment (respondents are
more likely to stay at work after their expected retirement date given a
supportive work environment). Other items with large loadings on component 1
were: project work (being offered project work); challenging work (being
provided with challenging work); autonomy (being provided with increased work
autonomy); training and development (access to training and development);
financial incentives (the presence of financial incentives to delay retirement);
good health (respondent’s health status is good); and flexible work options
(access to flexible work options). Given this pattern of results, it was decided to
label this component “supportive work conditions”.
Component 2 accounted for 15.12% of the variance. The item with the largest
loading on Component 1 was contribution recognised (contribution and efforts
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are adequately recognised). Other items with large loadings on this item were:
feedback (respondents receive regular and constructive feedback on their
performance); wellbeing (respondents believe that management is committed
to improving their wellbeing at work); good management (the person
respondents report to is a good manager); develop skills (respondents are
provided with adequate opportunities to develop their skills and knowledge);
and management aware of problems (management is aware of problems at
respondents’ organisational level). Given this pattern of results, it was decided
to label this component “Management contributions”.
Component 3 accounted for 10.3% of the variance. The item with the largest
loading on component 3 was loss of respect and esteem (do respondents
expect to lose respect and esteem when they retire). Other items with large
loadings on this component were: loneliness (respondents expect an increase
in loneliness when they retire) and loss of status (respondents expect to lose
status and prestige when they retire). Given this pattern of results, it was
decided to label this component “loss through retirement”.
Component 4 accounted for only 7.04% of the variance. Of the six items that
made up this component, only one had a loading greater than 0.6. Given this
pattern it was decided not to attempt to interpret this component, as it was
considered likely to be unstable between samples.
On the basis of the factor analysis, three new variables (factors) were
generated from the SPSS 15 output. The first represented the concept
supportive work conditions, the second represented management contributions
and the third loss through retirement. Coefficient (Cronbach) Alpha was
calculated to be 0.91 for supportive work conditions, 0.89 for management
contributions and 0.53 for loss through retirement. These three new variables,
rather than individual questionnaire items, are used in further analysis.
Appendix I provides the SPSS version 15 outputs showing the results of the
principal component analysis. Table 5.5 gives the rotated components and
Cronbach Alpha for each new variable (component).
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Table 5.5: Principal component analysis results
First rotated component : supportive work conditions
Independent variable

Loadings

Supportive work environment

0.853

Challenging work

0.809

Project work

0.82

Autonomous work

0.78

Training and development

0.77

Financial incentives

0.77

Health

0.75

Flexible work situation

0.71
Cronbach’s Alpha

0.91

Second rotated component: Management contributions
Independent variable

Loadings

Contribution recognised

0.79

Feedback provided

0.72

Wellbeing maintained

0.71

Develop skills

0.66

Good manager

0.66

Information for the job

0.63

Management is aware of problems

0.62

Work place is free of discrimination

0.58

Work place is comfortable

0.56

Career opportunities

0.55

Equipment to do the Job

0.46

Work family balance

0.46

Team work

0.44
Cronbach’s Alpha
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0.89

Third rotated component: loss through retirement
Independent variable

Loadings

Loss of respect

0.81

Loneliness

0.81

Loss of status

0.77

Loss relating to job

0.66

Social life at work

-0.58

Life satisfaction

-0.54

Reduced ability to pass on skills

0.41

Cronbach’s Alpha

0.526

5.5.2 Chi-square test for independence
The entire group of independent variables was tested for independence against
the dependent variable – “expected years to retirement”, dichotomised at,
before or after five years. The question asked in each case was: is there a
significant relationship between the categorical independent variable and the
dependent variable? Table 5.6 provides a list of variables that indicated a
significant relationship with the dependent variable. Depending on the number
of categories associated with each variable, either Yates’s correction for
continuity or the chi-square result was provided. The significance value (p) was
set at .05 in an attempt to reduce the risk of identifying a significant difference
between groups that did not exist (type 1 error) (Pallant 2005).
The chi-square analysis provided a number of variables that showed a
significant relationship with the dependent variable. The significant variables
can be divided into two categories: those relating to the individual and those
relating more to the organisation. These two groups can be further divided into
responses from respondents who indicated retirement before five years and
those after five years. Table 5.7 displays the relationship between the
categories.
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Table 5.6: Chi-square results
Dependent variable – expected years to retirement dichotomised at
before or after five years. (**p < .01, *p < .05)
Independent variables

Yates's correction
for continuity
value

Chi² value

DF

Having a retirement plan

21.32**

1

Having sufficient money for retirement

25.25**

1

Position in the organisation

12.96**

3

Financial incentives

9.72**

1

Working in the same organisation in 12
months time

11.13**

1

Being provided with training and
development

8.81**

1

Spouse is retired (yes, no, not
applicable)

10.65**

2

Manager/Non-manager

5.60*

1

Adult offspring living at home

5.60*

1

Work location (indoor / outdoor)

5.82*

1

Presenteeism, dichotomised at 75%

4.00*

1

Social life dichotimised

6.51*

1

Gender

5.20*

1

Life satisfaction, dichotomised

5.35*

1

Working unpaid overtime

4.44*

1

Work/life balance

4.51*

1

Living alone

3.90*

1

Variables identified through chi-square analysis that were subsequently found
to be supported by the logistic regression model included: retirement plan
situation; the level of retirement income; presenteeism and amount of unpaid
overtime. Variables found through analysis of the logistic regression predictive
equation included: position in the organisation; adult offspring living at home;
and gender. Adult offspring living at home and level of pay were the only two

101

variables identified during the chi-square analysis that were not found in the
retirement-intention literature.
Table 5.7: Individual and organisation variables identified in the chisquare analysis and their relationship with the dependent
variable

Variables relating to
individuals

Variables relating to the
organisation

Respondents
having a higher
probability of
retirement in the
next five years
include:

Those with a retirement
plan or sufficient money for
retirement, those who
indicated intentions to leave
in the next 12 months and
who demonstrated greaterthan-normal levels of
presenteeism.

Those who work unpaid
overtime.

Respondents
having a higher
probability of
retirement after
five years
include:

Those having a spouse still
working, non-managers,
indoor workers, those
having adult offspring living
at home, those reporting a
positive work social life,
females, those living alone
and those indicating a
higher level of life
satisfaction.

Those who reported that
they would be influenced to
stay in the workforce longer
through the provision of
financial incentives, training
and development, and a
supportive work
environment.

5.5.3 Correlations
Correlations between all independent continuous variables and the dependent
variable “expected years to retirement” were calculated using Pearson's
correlation coefficient (r). Variables that were statistically significant (p<.01)
included: age (r=-.433); years in current council (r=-.332); financial incentive
(r=.272); access to training and development (r=.240); challenging work offered
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(r=.200); good health (r=.180); increased autonomy in the job (r=.180); a
supportive work environment (r=.162); work-ability index (r=.142); ability to
pass on skills (r=-.140); supportive work conditions (r=.235); and loss through
retirement (r=-.160).
Respondents’ age, their years of employment in the current council and
whether they felt loss through retirement all showed a negative relationship with
expected years to retirement. Being provided with financial incentives and
having greater access to training and development, challenging work, and
increased autonomy, along with a more supportive work environment or work
conditions, better health and health-related work productivity (work ability) and
the ability to pass on skills to others, all showed a positive effect on remaining
in the workforce longer.
Most of the significant correlations produced only small r values and, while
statistically significant, may have limited practical significance; any discussion
of causality should be treated with caution (Pallant 2005). However, results
from similar studies (Adams 1999; Adams et al. 2002; Schmidt & Lee 2008)
mirror these findings, providing some assurance to the validity of the current
study’s results.
5.5.4 Logistic regression
A direct logistic regression analysis was performed to predict group
membership 7 of the 332 cases on the dependent variable “expected years to
retirement”. Eight of the possible 17 independent variables were found to be
significant predictors. These included: age; years in current council; supportive
work conditions; retirement plan; working unpaid overtime; retirement income;

7

Less than five years to retirement versus five years and over to retirement.
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being paid appropriately 8; and health-related work productivity/impairment
(work ability or presenteeism).
A test of the full model with all eight predictors against a constant-only-model
was statistically reliable, with chi-square (d.f.=8, n=332)=149.157, p<.05,
indicating that the predictors as a set reliably distinguished between those
individuals retiring before and after five years. The Hosmer and Lemeshow
goodness-of-fit test was also satisfied, chi-square (d.f.=8, n=332)=11.220,
p>.05, indicating a usable model.
Nagelkerke’s R²=.486 indicated a moderate relationship between predictors
and grouping. Prediction success was moderate, with 85.3% of the individuals
belonging to the “less than five years to retirement” group being correctly
classified and 74.5% of individuals belonging to the “five years and over to
retirement” group being correctly classified, for an overall success rate of
80.7%.
According to the Wald criterion, all eight of the predictors made a significant
contribution to prediction: age z=45.306; years in current council z=19.499;
supportive work conditions z=8.988; retirement income z=8.154; working
unpaid overtime z=5.741; retirement plan z=5.696; being paid appropriately
z=4.436; and work ability z=4.236. Table 5.7 highlights these figures.
A second direct logistic regression analysis was conducted using the same
dependent variable and independent predictors, except for work ability, which
was replaced with presenteeism. Table 5.8 provides the results of this analysis,
indicating a model very similar to the one incorporating work ability; the only
changes were the removal of the independent variable “being paid
appropriately” (which was no longer significant) and a slight adjustment to the
odds ratios, Wald and beta (B) values for the remaining variables. Appendix J

8

Only significant in the work-ability logistic regression model.
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provides further information on the logistic regression analysis as generated by
SPSS version 15.
5.5.5 Logistic regression model
Table 5.8 shows the results obtained from logistic regression analysis with work
ability as one of the predictors. The following discussion highlights each
predictor’s construction and influence on the model.
“Age” and “years of employment in current council” were entered into the model
as continuous variables. Their effect on the model was negative: the older
people were or the more years of employment they had with their current
council, the lower their likelihood of being in the workforce in five years’ time.
“Work ability” was constructed by dichotomising the work-ability index scores,
where the cut point used was the bottom 25th percentile. Respondents with a
poor or moderate work-ability score below 38.1 (n=89) showed a negative
effect on a longer work life: they were two times less likely than those with a
higher work-ability score to be in the workforce in five years’ time.
“Supportive work conditions” was the only factor of the three identified through
principal component analysis to have a significant influence on the logistic
model. Respondents who indicated a greater need for supportive work
conditions were found to be 1.6 times more likely than those with less need for
supportive work conditions to be in the workforce in five years’ time.
“Not having a retirement plan” was a categorical variable: more than half
(n=176) of the sample stated that they did not have a retirement plan. Members
within this group were found to be 2.1 times more likely than those with a
retirement plan to be in the workforce in five years’ time.
“Not working unpaid overtime” was another categorical variable, with
respondents separated into either working or not working unpaid overtime.
Respondents who did not work unpaid overtime (n=191) were 2.1 times more
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likely than those who did work unpaid overtime to be in the workforce in five
years’ time.
Table 5.8: Logistic regression model 1, using “work ability”

Predictor

S.E.

Wald

df

Sig.

Age

-.383

.057

45.306

1

0

.682

.610 to .762

Years in current
council

-.066

.015

19.499

1

0

.936

.909 to .964

Supportive work
conditions (factor)

.465

.155

8.988

1

.003

1.592

1.175 to 2.157

Not having a
retirement plan

.725

.304

5.696

1

.017

2.064

1.138 to 3.742

Not working
unpaid overtime

.719

.300

5.741

1

.017

2.053

1.140 to 3.697

Not having
enough
retirement income

.879

.308

8.154

1

.004

2.409

1.318 to 4.405

Being paid
appropriately

.619

.294

4.436

1

.035

1.857

1.044 to 3.303

Work-ability index
bottom 25%

.690

.335

4.236

1

.040

1.994

1.033 to 3.846

21.08
3

3.30
7

40.638

1

0

1.433E9

Constant

Exp(B)

95%CI for
EXP (B)

B

Classification table, percentage correct – 80.7, Hosmer & Lemeshow test – chisquare 11.22, df 8, Sig. .190. Omnibus Tests of Model Coefficients – chi-square
149.157, df 8, Sig. .000. Cox & Snell .362, Nagelkerke .486.

“Being paid appropriately” was another categorical variable, where people who
indicated they were paid appropriately for their work (n=188) were found to be
nearly 1.9 times more likely to be in the workforce in five years’ time than those
who indicated they were not being paid appropriately.
“Not having enough retirement income” was a categorical variable consisting of
four categories: not enough, about the right amount, more than enough and
unsure. These four categories were combined into two groups. Respondents
who indicated they did not have enough or were unsure of having enough
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annual income to meet retirement needs (n=174) were found to be 2.4 times
more likely to be in the workforce in five years’ time compared to the group of
respondents who indicated having the right amount or more than enough
retirement income.
Table 5.9 provides the results of a second logistic regression analysis where
the only change was the substitution of the work-ability variable for the
presenteeism variable. The presenteeism variable was constructed by
dichotimising the continuous presenteeism score at the 75th percentile, where
those respondents who scored above 5 (n=78) were regarded as having high
presenteeism (high work impairment).
Table 5.9: Logistic regression model 2 using “presenteeism”

Predictor

B

S.E.

Wald

df

Sig.

Exp(
B)

95%CI for
EXP (B)

Age

-.374

.055

45.502

1

0

.688

.617 to .767

Years in current
council

-.063

.015

18.079

1

0

.939

.912 to .966

Supportive work
conditions (factor)

.467

.153

9.342

1

.002

1.595

1.182 to 2.152

Not having a
retirement plan

.687

.301

5.209

1

.022

1.987

1.102 to 3.585

Not working
unpaid overtime

.783

.297

6.947

1

.008

2.189

1.222 to 3.920

Not having
enough
retirement income

.789

.303

6.793

1

.009

2.200

1.216 to 3.982

Presenteeism
dichotomised at
75%

.765

.340

5.056

1

.025

2.149

1.103 to 4.186

20.77
8

3.228

41.421

1

0

1.056
E9

Constant

Classification table, percentage correct - 79.5, Hosmer & Lemeshow test – chi-square
10.388, df 8, Sig. .239. Omnibus Tests of Model Coefficients – chi-square 145.706, df
7, Sig. .000. Cox & Snell .355, Nagelkerke .477.
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Except for the removal of the predictor “being paid appropriately”, which was no
longer significant, there were only small differences in the two logistic
regression models. High presenteeism scores, like a low work-ability index,
were found to have a negative effect on a longer work life. For the model
presented in Table 5.8, respondents with high presenteeism were 2.2 times
less likely than those with low presenteeism scores to be in the workforce after
five years.
5.5.6 Predictive logistic regression equation
A predictive logistic regression equation was obtained from model 1 using the
coefficient (B) values. A new variable (probability over five years using WAI)
was generated to provide a prediction or probability for retirement after five
years for each case in the sample. Using the inverse values of the new variable
results, another variable (probability under five years using WAI) was also
constructed. The predictive equation is described in equation 5.1.
Equation 5.1: Predictive equation
Probability of a case belonging to

Y

=

group 1(retirement after five years)

1+Y

Where:

Y

=

e -.383X1+-.066X2+-.465X3+-.96X4+.719X5+.879X6+.619X7+-.690X8+21.083

X1

=

Current age

X2

=

Years of employment in current council

X3

=

Having a need for supportive work conditions

X4

=

Not having a retirement plan

X5

=

Not working unpaid overtime

X6

=

Not having enough retirement income

X7

=

Being paid appropriately

X8

=

Poor work ability
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The predictive equation variables provided a number between 0 and 1 for each
case in the dataset. Each number was converted to a percentage and
dichotomised at the 80% level so that Kruskal-Wallis and Mann-Whitney U test
analysis could be carried out on the different groups 9 identified in the study. A
discussion of the individual groups (independent variables) and their
relationship with the dependent variable (‘probability over five years using WAI’)
is provided next.
5.5.6.1 Position in the organisation (manager/non-manager)
According to the data analysis non-managers are statistically more likely to
retire after five years. Post-hoc comparisons were conducted using MannWhitney U tests. The non-manager group, median=.469, displayed a
significantly higher median score on “predicted probability over five years WAI”
than did the manager group, median=.268, U=9474.000, p < .05.
5.5.6.2 Adult offspring living at home
Respondents with adult offspring at home were found to be more likely to retire
after five years. Using a Mann-Whitney U test with “adult offspring at home” as
the independent variable and “predicted probability over five years WAI” as the
dependent variable, respondents with adult offspring at home, median=.479,
displayed a significantly higher median score then did people without adult
offspring at home, median=.350, U=6981, p<.05.
5.5.6.3 Work situation (full time-part time/casual)
Part-time/casual workers were found to be more likely to retire after five years
than full-time workers. A Mann-Whitney U test was conducted with “work
situation” as the independent variable and “predicted probability over five years
WAI” as the dependent variable. Part-time/casual workers, median=.616,
9

Groups included: councils; gender; workplace; work situation (manager/non-manager);

position; salary; education level; and adult offspring living at home.
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displayed a significantly higher median score on “predicted probability to retire
after five years WAI” then did indoor workers, median=.339, U=8253.50, p <
.05
5.5.6.4 Salary
Three salary groups were found to have significantly different medians. Those
earning greater than $80,001 were found to be more likely to retire before five
years while the groups earning $0 to $20,000 and $20,001 to $40,000 were
found to be more likely to remain in the work force after five years.
A Kruskal-Wallais test was conducted with “salary” as the independent variable
and “predicted probability over five years WAI” as the dependent variable. The
five groups were found to significantly differ: chi-square (df=4, n=332) =22.73,
p=<.05. Post-hoc comparisons were conducted using Mann-Whitney U tests
with a Bonferroni adjustment 10 of alpha (α) =.005. The >$80,000 group
median=.119, displayed a significantly lower median score on “predicted
probability over five years WAI” than did the $0 to $20K (median=.626,
U=283.000, p<.005), $20,001 to $40,000 (median=.568, U=520.000, p<.005),
$40,001 to $60,000 (median=.336, U=1163.000, p=<.005) and $60,001 to
$80,000 (median=.441, U=342, p=<.005) groups.
5.5.6.5 Gender
Females are more likely than males to retire after five years. Using a MannWhitney U test with “gender” as the independent variable and “predicted
probability over five years WAI” as the dependent variable, it was found that
males, median=.293, displayed a significantly lower median score on the
dependent variable then did females, median=.587, U=8514.000, p<.05.

10

Bonferroni adjustment, used to account for multiply groups and reduce type 1 error.
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5.5.6.6 Councils, highest education level, living alone and workplace
Using non-parametric analysis, no significant differences were found between
the groups in each of the “councils”, “highest education level”, “living alone” and
“workplace” (indoor/outdoor) variables.
In summary, people in the sample who were found to be more likely to retire in
the next five years included: males, senior managers/managers, those earning
over $80K, those working full time and those without adult offspring living at
home. Those people more likely to be working in five years’ time included:
females, non-managers, people earning less than $40K, those working parttime and those with adult offspring living at home.

5.6

Summary

Analysis of the quantitative data has revealed specific information about
retirement intentions of the population of older council workers, where
similarities between the sample and population have resulted in a high degree
of reliability in the findings. Descriptive analysis of the variables provides
background information that will be used during the discussion of the findings.
Some key points from this chapter include:
•

The effects of retirement on older local-government workers – for
example, “a loss in life structure” and “realisation that quality of life would
be worse in retirement” – were shown to be important, while issues of
“loneliness”, “loss of respect” and “status” were shown to be not as
important.

•

“Generativity” (the need to pass on skills and knowledge to the younger
generation) was shown to be very important to the majority of
respondents.

•

There was a mixed response to incentives, with “financial”, “a supportive
work environment”, “having good health” and “flexible employment
options” having the most importance, while “the social aspect of work”,
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“a reduction in staff management” and “access to training and
development” were not as important to the respondents.
•

The majority of respondents had moderate to excellent health-related
work-productivity/impairment (work ability and presenteeism) scores.
However, there were a significant number (20%) who indicated a poor
work-ability index and low presenteeism scores.

•

There were mixed responses to the organisation questions, with the
majority of respondents indicating the organisation provided equipment,
facilities, information and a comfortable place to do their job. However,
most respondents felt their career opportunities were worse in their
current organisation when compared to other organisations.

•

Management questions also drew a range of responses: a high number
felt they had a good manager; however, a sizeable group also indicated
that management did not provide either regular and constructive
feedback on performance or opportunities for skills and knowledge
development, and management was not aware of the problems at its
organisational level.

•

Individual answers showed that most respondents felt they were
productive and focused at work, their work contributed to the business
strategy and goals of the organisation and their team worked well
together. The majority of respondents indicated that family and friends
were important in the retirement-decision process, and more than half
thought that retirement workshops would help in the retirement-decision
process.

Findings from the focus-group analysis provided contextually rich information
that supported both the literature findings and analysis of the questionnaire
data. A comparison between the literature review, focus groups and
questionnaire analysis identified those issues critical to the retirement
intentions of older local-government workers. Those issues with the greatest
weight spread across the three categories included: inadequate finances for
retirement; health-related work productivity/impairment (work ability and
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presenteeism); and supportive work conditions. Lack of a retirement plan was
the one item found to be strongly supported in the focus groups and
questionnaire findings but only weakly supported in the literature review. Those
items found to be important in the questionnaire findings included: age; the
length of service in their current council; being paid appropriately; and working
unpaid overtime. Working unpaid overtime and adult offspring living at home
were the only two concepts not found in the retirement-intentions literature.
Results obtained using chi-square and correlation analysis, while not being
robust, did provide input into the logistic regression analysis and helped
support the literature findings. Items identified with chi-square and Pearson’s
correlation analysis that were not supported by the logistic regression analysis
included: potential loss of satisfaction from work; loss of respect and esteem
through retirement; and the ability to provide input for the next generation.
With the aid of logistic regression analysis, critical influences or predictors for
later retirement were identified and described in two models. The models did
not

differ

substantially

even

though

different

health-related

work

productivity/impairment measures (work ability verses presenteeism) were
used. Predictors of a longer work life identified from the models included: age;
years of employment in current council; supportive work conditions; not having
a retirement plan; not having enough retirement income; working unpaid
overtime; being paid appropriately 11; and either work ability or presenteeism.
A logistic regression equation was also generated from the work-ability model
that provided a probability figure for membership in the group “retirement after
five years” for each case in the sample. Using non-parametric techniques to
test individual groups with the dependent variable “expected years to
retirement” provided some key findings. Males, senior managers/managers,
people earning over $80K, those working full-time and those without adult

11

Only significant in the work-ability model.
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offspring living at home are more likely to retire within the next five years.
Females, non-managers, older workers earning less than $40K, those working
part-time, and those with adult offspring living at home’ are more likely to be in
the workforce in five years’ time.
This chapter has presented a large amount of information relating to the data
collected from the questionnaire responses. The following chapter will discuss
these findings in light of the literature review, research question and personal
understanding of local government and its older workers.
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CHAPTER 6
6.1

DISCUSSION

Introduction

Chapter 6 discusses the study findings in light of the literature reviewed in
Chapter 2, and explores the influences that shape the retirement intentions of
older local government workers. The discussion focuses on the predictors of
the older workers’ work-retirement decisions which were identified by logistic
regression. Key aspects of the predictive model and equation will then be
discussed, highlighting those groups of workers more likely to be in the
workforce in five years’ time. The chapter concludes with a summary of key
points and the rationale for the recommendations which are presented in the
following chapter. Before proceeding, however, a brief synthesis of the study is
provided to help contextualise the following discussion.

6.2

Study synthesis

The aim of the study was to generate recommendations that could help
increase retention or attract returnment of a select group of older Australian
workers from six councils on the South Coast and Southern Highlands of New
South Wales. The study was underpinned by pragmatism and adopted a
mixed-methods design using focus groups and a questionnaire, to identify key
influences on the retirement intentions of older local-government workers. A
review of the literature relating to retirement intentions categorised the various
influences on retirement intentions into two main areas: barriers to ongoing
employment; and promoters of continued employment. The literature review
also identified the key theoretical constructs underpinning much of the
retirement-intentions research, along with a review of government action
especially at the local level.
Analysis of the questionnaire data involved several statistical techniques
pertinent to answering the research question, “What are the factors that
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influence the retirement intentions of a specific group of local-government
workers 55 years and older?” and the related null hypotheses:
•

H1: health-related work productivity/impairment will have no significant
affect for older local-government workers in determining their future
retirement intentions;

•

H2: the level of social support from the organisation, management and
co-workers provided to older local-government workers will have no
influence on their retirement intentions; and

•

H3: the degree of “work centrality” in older local-government workers’
perceptions and values will have no major influence on their retirement
intentions.

The analytical techniques included descriptive and inferential statistics, with the
latter including chi-square, Pearson's correlation coefficient, factor (principal
component) analysis, non-parametric techniques and logistic regression
analysis to help describe and understand the questionnaire data. Figure 6.1
shows the logistic regression model. A predictive equation was also developed
to indicate an individual’s probability of membership in the “retirement after five
years” group.
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Figure 6.1: Predictors of retirement intentions model (PRIM)
The logistic regression model identifies several categories of predictors
associated with the retirement intentions of older local-government workers.
There were two main categories of predictors identified in the literature review;
promoters of, and barriers to continued employment. The predictors identified
in the current study that are considered to promote a longer work life include:
supportive work conditions; good health-related work productivity/impairment
(work ability or presenteeism); not working unpaid overtime; and being paid
appropriately12. While, age and years in the current council were identified as
barriers to continued employment. The final two predictors included in the PRI
model; ‘lack of a retirement plan’ and ‘not enough retirement income’, do not fit
either of the categories mentioned above. These predictors were discussed in
the literature review under the heading ‘Financial situation’ and while they do
12

Only significant for the work-ability model.
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form part of the financial issues surrounding retirement, they do not fit within
the ‘promoters of continued work’ category It is therefore proposed that a new
category be created that better represents these two predictors: barriers to
voluntary retirement.
A barrier to retirement, as used in this context, refers to an impediment to
obtaining or moving to a life situation where paid work is no longer considered
a central part of a person’s weekly routine. Barriers’ to voluntary retirement is
therefore offered as a way of categorising specific predictors that impede
voluntary retirement. Two predictors that could be included in this category are;
not having a retirement plan or not enough retirement income.
Having presented the summary of the study, discussion now focuses on the
PRIM (Figure 6.1) and the predictive equation.

6.3

Discussion of PRIM – Predictors of retirement
intentions model

The logistic regression PRIM consists of eight predictors that show a significant
relationship to the dependent variable, “expected years to retirement”
dichotimised at, before or after five years. Of the eight predictor variables, four
are considered to be flexible, as their outcome could be influenced by council’s
policy and procedures. The flexible predictors include supportive work
conditions,

health-related

work

productivity/impairment

(work

ability

or

presenteeism), hours of unpaid overtime and being paid appropriately. The
other four predictor variables are considered to be fixed in that council’s actions
would have limited ability to make changes. The fixed predictor variables
include age, years of employment in current council, the amount of retirement
income and having a retirement plan. The relationship between the eight
predictors making up the PRIM, the current literature and the focus group
findings will be discussed next, followed by a discussion of the predictive
equation and those groups of people shown to be significantly different in their
retirement intentions.
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6.3.1

Flexible predictors influencing retirement intentions

Support for older workers is identified in the following discussion of the flexible
predictors as an important concept involved in understanding their retirement
intentions. Councils could support their older workers through informed policy
and procedures based on a detailed understanding of the four flexible
predictors and how each influences older workers’ retirement intentions.
6.3.1.1 Supportive work conditions.
According to the Wald criterion, supportive work conditions provided the
strongest significant contribution to prediction after age and years in current
council. The model shows that people who believe they have supportive work
conditions are 1.6 times more likely to be in the workforce in five years’ time.
This finding does not support the second null hypothesis. Supportive work
conditions do in deed help to keep older council workers in the workforce
longer. The “supportive work condition” predictor identified through factor
analysis, was constructed from eight individual variables: being provided a
supportive work environment, being provided with challenging work, being
offered project work, being provided with increased work autonomy, having
access to training and development, being provided with financial incentives,
having good health and being provided flexible work options. A discussion of
the individual variables forming the composite variable “supportive work
conditions” and their relationship with the focus-group findings and literature will
now be developed.
Having a supportive work environment
The question relating to a supportive work environment was developed to
capture the respondents’ feelings about the level of social support (emotional,
instrumental

and

informational)

(Halbesleben

2006)

shown

by

the

organisational culture and working conditions. Findings from the five focus
groups indicated that many of the participants voiced concern regarding the
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organisations’ current culture and working conditions. Management and
supervisor actions accounted for much of the dissatisfaction.
The following comment highlights some of the feelings voiced in the focus
groups about management:
It’s the politics, my manager, bless him, crafty as all get out, sits at our
meetings bleating on about OH&S, oh we can’t do this and we can’t do that and
we haven’t got this organised. I say, we really want someone in water and
sewer who’s done a diploma in occupational health and safety with 20 years’
experience. So the boss, like, pretending he didn’t realise, says to me, well we
would really like you to give it a go. Sam 13, I have spent 20 years here, I have
never been paid for what I’ve learnt and what I’ve done. I would be happy to
help in this area, but you are going to have to pay me for it. I’m getting tough
nosed about it now. Sam, you could just change my job title a little bit and pay
me some more money, it was done before for someone else. Not one more
word was asked of me, they would rather get in consultants to do work that I
could do anyway (Focus group 1, member E, 2008).

Workers from many of the focus-group sessions felt that management did not
value their skills and knowledge and was often covertly negative in its actions
toward older workers. Participants felt management was often quick to use the
skills and abilities of older workers but slow to provide recognition.
Organisational structures such as policy and procedures were also highlighted
in the focus-group sessions. Another comment from a participant highlighted
this point:
Normally you chose your job, so therefore your job is okay, it’s generally the
other structures and people around you that would probably be what would
make me retire (Focus group 1, member C, 2008).

13

A pseudonym for the team manager.
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Such comments by focus group participants were reflected to some extent in
the questionnaire findings.
Analysis of the questionnaire data showed that 62% of respondents felt that a
supportive work environment would help keep them in the workforce longer.
Management and organisational issues identified in the questionnaire produced
a mixed response from respondents. While a large majority indicated they had
a good manager, respondents were less enthusiastic about their managers’
ability to perform their duties. More than half the respondents indicated that
management was not aware of problems at their level, felt their contribution
and effort were not adequately recognised and felt they were not given
opportunities to develop skills and knowledge; and nearly 70% of respondents
felt they were worse off in their current organisation than in previous
employment. Respondents who were more positive about the organisation
indicated that they were paid appropriately, the workplace was free of
harassment and discrimination and they could balance the needs of work and
family. Many of the previous points relating to social support (or lack thereof)
for older workers by management and the organisation are captured in the
other variables that make up the “supportive work conditions” predictor.
Training and development
Descriptive analysis of the responses from the sample of local-government
employees who completed the questionnaire indicates more than a third had
obtained a secondary-school education. This finding is in line with those made
by Cully et al. (2000) and the OECD (2005) report. Participation in the labour
market by older workers is strongly tied to their educational level. Higher levels
of education are linked to greater participation rates and lower unemployment
rates (OECD 2005). Higher levels of education have also been linked to a
better financial situation in retirement (OECD 1991, cited in Cully et al. 2000).
For older workers in local government, undertaking formal education for many
may not be an acceptable option (Cully et al. 2000; Swan & Wicks 2008);
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however, skill maintenance and development have been shown to be important
in meeting future workplace requirements (OECD 2005).
Like other older workers, focus-group participants in the study indicated
barriers to acquiring new skills and developing careers. One specific comment
reflective of many of the focus-group members was:
We are getting older, everything slows down, our speed, everything slows
down. Very difficult for us to catch up, keep up with technology changes,
technological changes. I used to be very good in using the software when I was
young, 10 years back, now I’m just managing to do whatever (Focus group 5,
member I, 2008).

Cully et al. (2000) identified three barriers to training success for older workers:
employer attitudes, differential learning ability and the attitudes of older
workers. Each of these barriers is discussed in the following paragraphs.
Management bias did not feature strongly during the focus-group discussions;
however, there was a general feeling that older workers were not valued to the
same extent as younger workers. Some focus-group members felt their
knowledge and years of experience in council were not recognised by
management as important. The questionnaire results indicated that 40% of the
respondents believed that their organisation was not free from harassment and
discrimination. Although the questionnaire did not specify the type of
discrimination to which respondents were referring, it is highly probable that
age discrimination was common given the characteristics of the group and
prevalence of age discrimination in Australian organisations (Patrickson &
Ranzijn 2004; OECD 2005). Discrimination by management would not be
explicit, for example, in policies and other written documentation, but rather
implicit, part of an individual manager’s social norms (Agarwal & De Groote
1998), where his or her underlying stereotypical thoughts are put into practice
on a daily basis through his or her actions (Taylor & Walker 1998b). Such
situations, including reduced opportunity for occupation-specific training or not
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being provided with challenging work projects (for example “higher duties” 14),
are all forms of age discrimination disguised as “acceptable” management
practice.
A reduced ability to learn new skills and the difficulty in keeping up with new
technology were issues for many of the focus-group participants. This finding is
supported in the literature (Agarwal & De Groote 1998; Cully et al. 2000; Reed
et al. 2005). While older workers have been shown to have a general slowing in
information processing ability (Agarwal & De Groote 1998), a reduction in their
ability to focus on more than one issue at a time, and a declining work-memory
capacity (Cully et al. 2000), they do have the ability to adapt to work challenges
such as training and new work roles (Ford & Orel 2005). While older workers
may have a reduced capacity to learn and as such may not be able to keep up
with younger workers in common workplace and training conditions, given the
right training environment they have been shown to be as capable as their
younger work colleagues (Sterns & Miklos 1995; Ford & Orel 2005). Focusgroup members from the study voiced concern regarding their ability to
maintain skill development. Such perceptions may be exacerbated by the
training methods employed by their organisations (Ford & Orel 2005), but may
also be linked with older workers’ own internal beliefs and fears (Griffiths 1997;
Hely 2005).
Questionnaire respondents also indicated a lack of desire to undertake formal
training and development, with only 28% of the group indicating that training
and development would help keep them at work after their intended retirement
date. This finding was also reflected in the literature (Cully et al. 2000; Robson
& Hansson 2007). Workers’ attitudes (Cully et al. 2000) and beliefs about their
ability to learn or inclination to acquire new skills (Wrenn & Maurer 2004; Reed
et al. 2005) are also limiting factors that may reduce career prospects for older
workers.
14

Performing the duties of the supervisor while he/she is on leave.
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To prevent career plateauing (Armstrong-Stassen 2008a) and reduce the need
for early retirement, lifelong skills development is required (Kooij et al. 2008).
Training and skills development for older workers need to be relevant.
Comments from the focus-group participants indicated that much of the training
for outdoor workers was not relevant to the job and in many ways belittled their
abilities and specialised knowledge acquired over many years of on-the-job
training (Paloniemi 2006). Failure by the organisation to recognise relevant
workplace knowledge and acquired skills undermines older workers’ sense of
instrumental social support by the organisation (Halbesleben 2006). Outdoor
workers involved in the focus groups indicated that recognition for skills already
obtained was more important than formal training.
The findings of the study suggest that older local-government workers are
reluctant to undertake formal training and skills development. This situation is
most likely due to several interrelated issues including the low base education
level of older workers from the target group, personal attitudes about the worth
and value of training and management action that reinforces a work culture that
questions older workers’ abilities. However, older workers have been shown to
value an organisation that provides opportunities and discusses training and
skill enhancements with them (Armstrong-Stassen & Schlosser 2008). Such
acknowledgement of older workers’ value to the organisation would
demonstrate informational social support (Halbesleben 2006).
Being healthy
Results from the focus group and the questionnaire revealed the current health
status of older local-government workers as being very good. Only limited
information about the effects of health and work situation was provided by the
focus-group participants. For focus-group members, having good health was
more to do with retirement and their ability to enjoy their time away from work.
One focus-group member made the comment:
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That’s a bit of a balance, there is no point working till you’re 75, then you can’t
do anything you want to, if you’re not able to retire early enough to enjoy the
things you want to do, you’ve got to be still physically able to do it. There’s got
to be that point where you still can do what you want to do but still be able to
support yourself. Unless you can semi-retire, go down to part-time work (Focus
group 4, member B, 2008).

In line with the focus-group findings, the questionnaire respondents also
indicated that the majority of older local-government workers are in good health
and are fit and able to do their job. A measure of their physical and mental
health can be taken from the information provided by respondents to the workability index questions. Three-quarters of those involved in the questionnaire
had good or better work ability and 65% of respondents were calculated as
having excellent work ability. According to the Swinburne University of
Technology’s Business Work and Ageing Centre for Research (Business Work
and Ageing 2007), a good rating for work-ability assessment is the secondhighest level and that people in this group should work at maintaining their work
ability. An excellent score, the highest level of work ability, indicates
respondents’ work ability is as good as it has been at any stage in their working
life. This result, however, may be exaggerated when viewed in light of an
Australian Bureau of Statistics (ABS 2008a) media release that stated “even
with a major health condition, 56% of older workers still assessed their health
as very good or excellent” (p. 10). Such a contradiction may be due to the
ability of current medical treatments to allow older workers with a major health
condition to continue to function at pre-condition work levels. A large number of
questionnaire respondents (60%) said they would stay in work longer if their
health was good, which is in line with current literature (Cai & Kalb 2007; ABS
2008a). Alternately, if older workers become unfit for work through healthrelated issues they are more likely to leave the workforce (OECD 2005; Warren
2006).
Even though many of the older workers in local government consider
themselves healthy and fit, there is still room for a program of health promotion
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for the workforce, especially for older workers (Musich et al. 2006c). Many of
the focus-group participants working outdoors in physically demanding jobs
expressed a concern about their ability to continue with work and maintain a
level of activity as they aged that was commensurate with younger workers in
their team. Management-supported worksite health interventions regarding
physical-activity issues have been shown to decrease age-related injury and
illness (Kenny et al. 2008).
Flexible work options
Provision of flexible work options is another way that local-government
organisations represented in the study could convey to their older workers a
supportive work environment (Secret & Swanberg 2008) and improve older
workers’ level of job satisfaction (OECD 2005). Flexible work arrangements are
many and varied and have been widely advocated by policymakers as a
solution for many of the issues organisations and governments face in relation
to changing demographics and an ageing population (Platman 2004).
Discussion amongst focus-group participants indicated that the ability to
change work hours or work time would have a positive impact on work/life
balance. Comments also indicated that greater flexibility in hours would
contribute to staying in the workforce longer. Increased work-force participation
was also highlighted in the questionnaire results, with 58% of respondents
indicating that flexible work options would help keep them at work.
Many of the councils involved in the study had flexible work options in place
(Red Letter Information 2005), with two of the most-used policies being flexible
work time and job sharing. Apart from these two workplace options provided for
all local-government workers, few flexible work initiatives specifically targeting
older workers are available. One exception, however, is a pre-retirement
contract policy developed and implemented by one of the councils involved in
the study. The policy is designed to enable retiring staff to return for a fixed
period of time after their retirement. Discussion with one ex-council employee
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who had taken part in the pre-retirement contract arrangement provided
positive feedback on the policy and indicated his appreciation for being able to
return to work to help pass on his knowledge and information to his
replacement (Perry 2009, pers. comm. 20 January). Such flexible work
arrangements in local government have met with staff gratitude, as expressed
in findings by McDonald, Pini et al. (2007).
To help meet the needs of older workers by providing a phased retirement
situation and reducing the “cliff edge” (Smith 2002, cited in Platman 2004, p.
183), where older workers perceive that they are valued one day and
dispensed with the next, a number of more innovative workplace reforms need
to be developed. A 2006 report into retirement intentions of state-government
employees

by the

New South Wales

Premier’s

Department

(Public

Employment Office 2006), found several recurring themes relating to phased
retirement options, including:
•

work assignments based on hours per year rather than hours per week;

•

block periods of leave for travel, including extended leave on half pay;

•

consultancy or contract work after retirement to transfer back knowledge
and expertise; and

•

a pool of retired public-sector workers who could fill gaps, undertake
short-term project work, assist in learning and development and provide
coaching to new employees (Public Employment Office 2006).

The first two points may be difficult to achieve for older council workers given
the findings from this study, where nearly three-quarters of questionnaire
respondents indicated their current position would not allow a reduction in fulltime hours. Focus-group participants, especially those in management and
supervisory roles, also indicated that a reduction in full-time hours would not be
achievable in their current position. This situation was supported by research
into Australian local governments’ work-life balance policies (McDonald et al.
2007). However, McDonald et al. (2007) question the accuracy of their finding
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given that supervisors and managers in particular are seldom available for their
staff on a continuous basis given other commitments, and could therefore
reduce their hours of work.
There may be a down side regarding consultancy or contract work 15, although it
is highly regarded as a way to pass on skills and knowledge to the following
generation (Mor-Barak 1995). Commentators argue that such work situations
may be detrimental to older workers who need to maintain a certain level of
income (Platman 2004; Kossen & Pedersen 2008). Concerns regarding the low
level of employment protection provided and the insecure nature of the work
can exacerbate, rather than alleviate, job insecurity and poverty among older
people (Platman 2004). Another related issue concerns casual or part-time
older workers’ difficulty in gaining permanent full-time work over those already
in full-time work wishing to change jobs. (Burgess & de Ruyter 2000, cited in
Kossen & Pedersen 2008).
Obtaining an appropriate level of work/life balance was a major theme in the
focus-group discussions. While many of the participants indicated that work did
not define their existence, they did see the need to continue working so they
could maintain a desired lifestyle away from work.
The following comment exemplifies common attitudes:
I don’t have anything negative about the job, it’s amazing. I used to. It depends
on your supervisors. If I have a bad day at work or something happens, I turn it
round to a positive. My whole day is centred around making my end of the day
better. I work my whole day to make my private life good, that’s my whole aim
and I’ll set up things to make sure that happens (Focus group 1, member G,
2008).

Current work/life policies aim to meet the needs of workers with young families
(Baltes & Young 2007) and therefore may not provide for the unique
15

Identified as project work in the current study.
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requirements of older workers. During the focus-group sessions many
participants indicated their desire to travel, spend more time with family and
gain greater control over their daily routine.
A comment by a focus-group member reflects these sentiments:
Retirement for me is the prospect of freedom to make my own choices to do
things without having to refer to other people. I would like, during my
retirement, to spend more time with my grandkids and my kids and I would like
to travel and get away from the cold weather in the winter time (Focus group 5,
member F, 2008).

Such findings are also reflected in the literature (Public Employment Office
2006).
Financial incentives provided
In line with current literature (Mor-Barak 1995; Gough 2003; Public
Employment Office 2006; Warren 2006), results from the focus groups and the
questionnaire indicated that financial security in retirement was identified as a
critical concern for older workers. During the focus groups many of the
participants in all groups addressed financial issues relating to retirement. Most
of the discussion centred on lack of money being a barrier to retirement due to
a reduced sense of security in retirement. With regard to financial constraints,
focus-group participants felt uncertain about the future and their ability to
maintain an acceptable lifestyle, for themselves as well as for their adult
offspring.
A comment by a focus-group member highlighted this point:
I can’t retire, simply because I don’t have enough money, because my son had
a marriage breakup, so I lent him over $100,000 and I lent my daughter over
$30,000 so they could get into their own home. If they paid me back tomorrow I
would probably retire tomorrow. But I’m not particularly worried about it
because I want to see them set up more than anything else. I would retire
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tomorrow if my daughter could repay me $200 a week, I’d come in tomorrow
and say, I’m off to look after my granddaughter so my daughter can go back to
work. I don’t find looking after my grandkids a trap. Every second Saturday I
take my grandson fishing, I get more pleasure out of that than coming to work
(Focus group 2, member B, 2008).

Other participants voiced similar concerns about a lack of finances keeping
them at work. “It's all about the dollar”, said focus group 4, member D (2008).
Another participant saw financial and family commitments as creating barriers
to job change. These and other comments made by focus-group participants
highlight how financial position underpins older council workers’ decisions
about retirement and their need for continued work.
The question “I would be more likely to remain in the workforce after my
expected retirement age if there were financial incentives” was used in the
questionnaire to gauge older workers’ attitudes to financial inducements. Of all
the incentives proposed in the questionnaire relating to continued work after
expected retirement age, financial was the strongest, with 67% of respondents
indicating that financial incentives would help keep them in the workforce
longer. Financial incentives correlated with expected time to retirement for the
entire sample (r=0.27, p<0.001), which reinforces results found in the
Retirement Intentions Survey (Public Employment Office 2006).
It is clear from the study findings and extant literature that financial incentives
are important to older workers in helping to promote their retention in the
workforce. However, individual members of the whole group have specific
financial needs that may require councils to provide more than just additional or
bonus income. For example, older workers have expressed interest in taxeffective indirect salary benefits such as maximisation of superannuation
(Patrickson 2003).
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Project work and, autonomous and challenging work situations
The inclusion of project, autonomous and challenging work in the questionnaire
was a result of comments made by focus-group participants and findings from
the literature relating to retirement intentions. Findings from the study provide
only marginal support for these three work influences.
Comments from the focus groups indicated that project work provided a good
alternative for staff wishing to reduce their level of management responsibility.
Projects have a defined start and finish time, which allows staff to have greater
control over leave entitlements, and provides a well-defined job role that can be
more closely matched with the incumbents’ technical abilities. Although there
was limited discussion of the issue in the focus groups, questionnaire
respondents indicated only marginal (45%) acceptance of project work as a
form of inducement for continued work in the organisation. Managers, females,
indoor workers, and full-time workers all showed a positive correlation between
project work and retiring later.
Being provided an autonomous 16 and challenging work situation was even less
appealing to questionnaire respondents, with only 33% and 40% respectively
indicating that such work provisions would encourage them to stay in the
workforce longer. In contrast, challenging work was specifically mentioned
during focus-group sessions, with participants indicating that challenging work
helped with work enjoyment and provided a sense of achievement in being able
to learn something new. Anecdotal evidence from a council manager indicated
that being provided with challenging work re-energised his view of work and
gave him a “new lease” on work life (Rushton 2007, pers. comm.). Geisler
(2005)found similar effects of challenging work.
In summary, much of the previous discussion relating to the eight variables that
make up the composite predictor “supportive work conditions” has focused on
16

That is, having the freedom to act without needing to clear each action with a supervisor.
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how management can, through supportive work situations, meet the needs of a
diverse group of employees (Armstrong-Stassen & Schlosser 2008). The
remaining three flexible predictors – health-related work productivity, being paid
appropriately, and not having to work unpaid overtime – are considered next. It
could be argued that these three predictors are also closely linked to a work
situation that provides social support for older workers.
6.3.1.2 Health-related work productivity/impairment.
Health-related work productivity/impairment is defined for this study as an
individual’s ability to perform his/her job despite perceived or actual health
issues. Two measures were incorporated in the questionnaire: work ability and
presenteeism.
Work ability
Work ability measures a person’s health-related work productivity. The workability index (WAI) provides a calculated value that represents people’s ability
to do their job regardless of self-reported physical and mental-health issues
they may currently have (Business Work and Ageing 2007). Using the Business
Work and Ageing (2007) category scale, 82% of the study’s sample had good
to excellent health-related work productivity, and 18% showed poor or
moderate WAI. Comparison with other Australian studies is not possible at
present, as no studies have yet been published on work ability in an Australian
context.
To provide sufficient numbers for logistic regression analysis, a cut point at the
25th percentile was used. This provided a group of 89 respondents with WAI
scores less than or equal to 38 which was very similar to the Business Work
and Ageing Centre for Research (2007) poor and moderate categories.
Through the use of logistic regression analysis, work ability was shown to be
significant in its relationship to retirement intentions. It was found that
respondents who had a work-ability index of 38 or below were two times less
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likely than those with good or excellent work-ability index scores to be in the
workforce after five years. The literature supports this finding. Studies on work
ability and retirement intentions of nurses showed a nurse’s self-reported workability index to be a reliable measure in identifying retirement intentions
(Camerino et al. 2006; Camerino et al. 2008).
Presenteeism
Presenteesim is similar to work ability in that people’s current mental and
physical health is taken into consideration when assessing their ability to
complete their work or stay productive. However, presenteeism is more
focused on people’s work impairment or lack of ability to perform their duties at
a given point in time, rather than the productivity levels over a greater length of
time associated with work ability. Through logistic regression analysis
presenteeism was also shown to have an influence on retirement intentions
and could be used as a substitute for work ability in the logistic model. Although
the same amount of variance (79%) was accounted for in the logistic
regression model when using presenteeism instead of work ability, the model
was found to be simpler because the variable “being paid appropriately” was
removed, as it was no longer significant.
Respondents who scored high (>4, n=78) on the presenteeism scale – that is,
they had increased health-related work impairment – were found to be more
than two times less likely than those with a low presenteeism score to be in the
workforce after five years. As with the work-ability index, the presenteeism
measure can provide information about older local-government workers’
retirement intentions.
6.3.1.3 Being paid appropriately
Being paid appropriately was found through logistic regression analysis to be a
significant variable in determining the retirement intentions of older localgovernment workers. Respondents (57%) who indicated in the questionnaire
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that they were being paid appropriately for the work they did were found to be
nearly two times more likely than those who indicated they were not paid
appropriately to retire after five years. It could therefore be inferred that people
who perceive their level of pay to be commensurate with the work they do are
more satisfied with their job, a finding reflected in the work of Long (2005).
Long’s study of job satisfaction in Australia using a very large data sample
collected during 2001 found pay and flexibility were significant factors affecting
a person’s level of job satisfaction. Increased levels of job satisfaction have
been linked to greater attachment with the organisation (Gregory et al. 2007)
and a longer work life (Jackson et al. 2006). It was also found that significantly
more females than males in the current study indicated they were paid
appropriately for the work they did. Given that the majority of females in the
study worked in lower-paying and part-time/casual jobs and Long’s (2005)
finding that females in lower-paying positions are more satisfied with their job
than either males or other females in higher-paying jobs, one could conclude
that being paid appropriately is more to do with recognition than money.
6.3.1.4 Not working unpaid overtime
Not working unpaid overtime was also found to be a significant variable that
helped to explain the retirement intentions of older local-government workers.
Respondents (43%) who indicated in the questionnaire that they worked unpaid
overtime were found through logistic regression analysis to be two times more
likely than those who indicated not working unpaid overtime to retire in the next
five years. This finding would appear to be counterintuitive: extra effort through
longer hours and unpaid overtime would seem to indicate a person was
committed to his/her work (Hamermesh & Slemrod 2008) and therefore more
likely to remain in the workforce. However, this was not the case in this study,
with people who indicated working unpaid overtime being more likely to leave
the workforce sooner than those who indicated not working unpaid overtime.
One explanation may be that older workers in local government who work extra
unpaid hours do so because of resourcing shortfalls in their work area (Hely
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2005; Red Letter Information 2005), and because they are still committed to
completing the job. This was supported by the finding that those who work
unpaid overtime see their work as contributing to the organisational goals (CC
5.51 p<.05 d.f.=1). By taking pride in their work and being committed to getting
the job done, such employees therefore feel obligated to work additional hours.
This situation may in turn lead this group of older workers to feel “burnt out” and
look forward to retirement (Zeytinoglu et al. 2006; Henkens & Leenders 2010).
Another possible reason for unpaid overtime indicating older workers’ greater
need to retire may be related to work/family balance. Maintaining a balance
between work and family commitments is important for all workers, especially
older workers. Older workers often have multiple roles outside work (Shacklock
et al. 2007; Poelmans et al. 2008) as well as higher levels of responsibility and
more senior positions within the organisations (Hely 2005). These competing
situations may make it difficult to find an adequate work/family balance, thereby
increasing the need to reduce hours or enter early retirement (Carmichael et al.
2008). Such a relationship was clearly shown in the current study: those
working unpaid overtime indicated significantly greater difficulty in being able to
balance work and family commitments (CC 13.35 p<.001 d.f.=1).
Flexible predictors and supportive work conditions
The three flexible predictors (health-related work productivity/impairment, being
paid appropriately and not working unpaid overtime) of retirement intentions in
older local-government workers could be considered similar constructs forming
part of the supportive work arrangements older workers are seeking. The
question then is, why do these workers require social support from the
organisation to help keep them in the workforce? Several reasons could be
developed to explain the needs of older workers in relation to supportive work
conditions, including: a need for psychological safety in the work environment
(Kahn 1990; May et al. 2004), where feelings of vulnerability, rejection and
redundancy are reduced; a desire for recognition of their work and contribution
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to the organisation and community (Halbesleben 2006; Armstrong-Stassen
2008b); an ability to take control (Ross & Drentea 1998; De Vaus et al. 2007;
Siegrist et al. 2007) and reduce the feeling of entrapment (Drummond & Chell
2001) brought about by their current personal situation; and a desire to
increase their feelings of self-worth or self-esteem (Reitzes & Mutran 2006).
These issues are further discussed in the recommendations section in Chapter
7.
No matter what the reasons, older workers’ retirement intentions will be
influenced by supportive work situations, providing councils with opportunities
to shape (to some extent) the future work demographics of their organisations.
This however, may not be the case for the fixed predictors, which are
discussed next.
6.3.2

Fixed predictors influencing retirement intentions

Predictors identified in the PRI model, where the organisation had limited
influence, have been classified as fixed. These predictors are a person's age,
the number of years of work with the current council, a person’s perception of
his/her retirement income adequacy and having a retirement plan.
6.3.2.1 Age
As suggested in the literature, a person’s age influences retirement timing
(Brougham & Walsh 2005). The older a person is, the more likely he/she will
retire sooner rather than later. Results from the study indicate that older
workers are 1.5 times less likely to be in the workforce after five years for every
additional year over the age of 55 years.
The mean and median age of the population and sample was 59 years, which
is close to the current average retirement age of 61 years for state-government
workers (Public Employment Office 2006). Employing younger workers could
help address the current high percentage of older workers. However, equal
employment opportunity (EEO) legislation prevents councils from specifying
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age when advertising for positions, and such practice could be seen as
discriminative (Patrickson & Ranzijn 2004). Employing younger workers does
not reduce the loss of staff from the organisation; it only moves the problem
from one of retirement to one of turnover, as studies have shown that older
workers have lower rates of turnover, staying in the workforce longer on
average than younger employees (Brooke 2003). The question then is, how old
is old?
Workers can be influenced by their personal views of old age and how they
perceive themselves in relation to other workers. Such perceptions can be
more important than chronological age with regard to their retirement intentions
(Cleveland et al. 1997). Desmette and Gaillard (2008) found that workers who
categorised themselves as “older workers” were more likely to display negative
attitudes toward work. Cleveland, Shore and Murphy (1997) showed that
perceptual age measures were linked to retirement intentions. While little can
be done regarding the chronological age profile of the older-worker cohort,
more could be done to change perceptions of others and older workers
themselves. Perceptions that age is not used by an organisation as a criterion
for distinguishing between workers will support positive attitudes towards work
(Desmette & Gaillard 2008). Such positive work attitudes will in turn lead to a
greater attachment to the organisation and strengthen the “psychological
contract” (Bal et al. 2008, p. 159) between older workers and their organisation.
6.3.2.2 Years in current council
“Years in current council” was included in the questionnaire to provide an
indication of the level of experience held by the identified population of older
workers. Like age, years in current council was also found to have a negative
correlation on a person’s retirement timing. Results from the present study
indicated that for each additional year a person had been employed in the
current council they were only 1.1 times less likely to be in the workforce after
five years. This finding indicates that years in current council, while significant
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for the logistic model, has little effect on the model’s ability to predict retirement
intentions.
The mean number of years in current council for the study population is 15.2
years, and for the sample, 16.0 years. The median number of years in current
council for both the population and sample was slightly lower than the mean, at
12 and 13 years respectively. By using state-government employees’ average
retirement age of 61 years, 23% of older workers from the sample (at and
above 61 years of age) also have 13 or more years of experience. There is also
a slight positive correlation between age and years in current council, which
confirms the point made earlier about older workers staying with their current
employer.
Loss of corporate knowledge, organisational culture and specific information
required for the job are becoming serious issues for local government, given
the large number of older workers with many years of experience planning to
retire over the next five years (Hely 2005). Councils will need to act quickly to
develop strategies that will capture information and make it available, and
foster knowledge transfer and the assimilation of organisational culture by
those filling the newly vacated positions. A phased-retirement approach for
older incumbents, where they are able to work alongside the incoming
replacement, could provide opportunities for information, knowledge and
culture transfer. Given the very high support for generativity indicated by
council workers in the study, a phased-retirement process that allowed the
incoming and outgoing employees to work together would seem to be a viable
strategy. However, just putting people together and hoping that information,
knowledge and culture will somehow be transferred between the two may be a
little naïve, and without help and guidance for those involved the desired
outcomes may not eventuate (Wang 2004; Hewitt 2008).
To improve the desired outcomes of information, knowledge and culture
transfer through phased retirement and “coupling” of incoming and outgoing
incumbents, councils will need to provide counseling and specific training to all
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stakeholders. Counseling may consist of discussions with both parties to
identify their willingness to take part in the process and identification of possible
barriers related to the coupling. Specific training will need to be provided to the
old and new incumbents and to their supervisor. Where barriers have been
identified, specific training to reduce or eliminate the barriers will need to be
implemented. Everyone involved in the coupling will need to understand their
role in the process and expectations relating to the outcomes. Key objectives of
the coupling will need to be set and strategies to meet the objectives will need
to be negotiated with the various parties. As with any process, ownership of the
outcomes by all parties will be critical to the success of the coupling (Pierce &
Rodgers 2004).
However, such strategies or policies will have limited success on information
and knowledge transfer if the older workers are leaving the workforce due to a
perceived mistreatment of them by the organisation (Hewitt 2008). One way
councils can show support and reduce negative perceptions is to help older
workers prepare for retirement.
6.3.2.3 Not having a retirement plan
Respondents (53% of the sample, n = 176) who indicated they did not have a
retirement plan were found through logistic regression analysis to be 2.1 times
more likely than those that did have a retirement plan to be in the workforce
after five years. People retiring earlier (<5 years) were more likely to have a
retirement plan in place compared to those retiring later (CC 21.32, p <.001,
d.f.=1). Respondents who were older than the mean actual retirement age of
60 years for the broader community (ABS 2008b) were more likely to have a
retirement plan compared to those younger. A greater proportion of
respondents who did not have a retirement plan included females, those with
adult offspring at home, respondents who indicated not enough retirement
income, those expecting to still be working in the organisation in 12 months
time, part-time/casual workers and non-managers.
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The findings from the study show that people’s current retirement-plan status is
an important variable in indicating their retirement intentions. It would seem that
people who have not actively carried out retirement planning will be more likely
to retire later than those who have plans in place. Such a situation reflects the
finding that those leaving the organisation in the next 12 months are more likely
to have a retirement plan. Support for this finding can be found in the literature.
Morrow’s retirement-intention plan showed that people’s plans for retirement,
their perceived adequacy of preparation, the number of retirement-preparation
activities they had completed, and financial preparation for retirement were
linked to attitude toward retirement and actual retirement age (1982). Chan and
Stevens (2008) also showed that retirement date is directly related to a
person’s knowledge of pension incentives like superannuation.
Superannuation has over the last decade become much more important to
older workers considering retirement (Borowski 2008). However, Worthington
(2008) found that a large proportion of Australian workers, mainly women and
people from low socio-economic backgrounds, did not have a good
understanding of even basic superannuation knowledge. Worthington (2008)
makes the point that it would be difficult to plan for retirement with a limited
knowledge of superannuation.
The finding that adult offspring living at home has an impact on retirement
plans and affects the retirement decision is well worth noting, as such a
relationship has not been documented previously. One can surmise that the
extra financial burden of having adult offspring at home means older workers in
this situation would not be considering retirement and would be more interested
in financial gains from continued employment. This situation is supported by the
finding from this study and a similar finding by the Public Employment Office
report (2006) relating to having children at home. Older workers with adult
offspring at home are significantly more likely to request financial incentives.
The baby-boomer generation has been labelled the “sandwich” generation
(O'Neil 1998, cited in Shacklock et al. 2007, p. 178): the generation that has
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caring responsibilities for both children and elderly parents. The finding relating
to adult offspring only adds to the responsibilities and increases the complexity
older workers face when making the retirement decision.
Findings from the study show a strong link between having a retirement plan
and having enough income for retirement. Stawski, et al. (2007) similarly found
that older workers who have a clear retirement goal have been shown to put in
place plans for their retirement; this, in turn increases their saving tendencies.
Having reduced savings is another predictor within the PRI model that affects
retirement intentions.
6.3.2.4 Not having adequate retirement income
Just over half of the questionnaire respondents indicated that they did not have
enough income for retirement. Respondents (n = 174) who indicated they did
not have enough retirement income were 2.4 times more likely than those who
indicated enough retirement income to be in the workforce in five years’ time.
Cross-tab analysis also indicated a significant relationship between retirement
income and the dependent variable “expected years to retirement” (CC 25.25, p
<.001, d.f.=1). People who indicated they did not have adequate retirement
income were more likely to indicate they would retire after five years.
Similar to retirement planning, the level of retirement income is important to
older local-government workers when making the work-retirement decision.
Gustman and Steinmeier (2004, cited in Chan & Stevens, 2008) found that
people who initially overestimate their available benefits will tend to retire later.
It is not certain from the findings of the study as to how older council workers
interpret the term “retirement income”. Retirement income in Australia is built
on three main pillars: the market pillar (occupational superannuation), the
public pillar (age pension), and the private pillar (personal savings, including
owner-occupied housing) (Borowski 2008). As in other government sectors,
employer superannuation has been provided to local-government employees
for well over two decades, with relatively generous schemes (OECD 2005)
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compared to the private sector. Currently the majority of retirees from all
employment sectors rely on the pension as their main source of income (ABS
2008b); however, the 2008 ABS retirement-intention report also showed that
superannuation would be the main income source for those people currently
over 45 who were intending to retire. Superannuation for older localgovernment workers will be of increasing importance in meeting their financial
needs in retirement and influencing their retirement intentions.
6.3.2.5 A discussion of the non-significant variables
It is worth noting that most of the other promoters of continued work, such as
an ability to pass on knowledge, maintain social networks, satisfaction from
work, career or job ownership and work self-identity, were not found to be
significant in the logistic regression analysis. To this end, the third hypothesis,
“The degree of ‘work centrality’ in older local-government workers’ perceptions
and values will have no major influence on their retirement intentions”, was
supported. Does this in some way imply that the local-government workers in
this study are different to other workers and motivated by other issues when
thinking of retirement? Or is it a reflection of the study instrument’s sensitivity to
gauge such findings? The finding from the study that a large number of older
workers want the opportunity to pass on skills and knowledge to the younger
generation, a finding mirroring Mor-Barak’s (1995) work, is related to this
second question. However, this was not reflected in the logistic regression
analysis as important when considering retirement intentions. It would seem
that while a large proportion (78%) of older workers from the sample felt
generativity was important, a group from the sample, mainly female, parttime/casual and people not in a management position, felt that leaving work
would not stop them from being able to pass on skills and knowledge. Such a
contradiction may be explained by how some older workers in the study
interpret the meaning of retirement (Beehr & Bennett 2007).
Retirement can be viewed in a number of ways, from total withdrawal from work
at a single point in time to a gradual separation from the workforce over a
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period of time (Feldman 1994; Kolodinsky et al. 1995). Retirement can also be
viewed in relation to one’s career, as either a total break from a career job or
another type of work at reduced hours (Ulrich & Brott 2005). Any or all of these
definitions of retirement could have been used by individuals taking part in the
questionnaire. The lack of a clear definition within the questionnaire was a
failing of the survey and allowed a degree of ambiguity in responses. However,
a major Australian government study into aspects of older women’s retirement
(Warren 2006) found there were substantial differences between men’s and
women’s retirement intentions and between full or part retirement. Warren’s
(2006) finding would support the argument that males and females view
retirement differently within the current study, which in turn would help to
explain the difference in the finding about one’s ability to provide knowledge to
the younger generation. If females viewed retirement as a reduction from full to
part-time hours, they would have a greater opportunity to pass on skills. On the
other hand, males may view retirement as a break from career either through
full retirement or by changing to another type of work at reduced hours, which
would limit their ability to pass on skills and knowledge. Further research is
required to determine if this argument has foundation.
Not having enough income for retirement and an absence of a retirement plan
are considered to be barriers to voluntary retirement for older council workers
involved in the study. While there were differences between the groups, such
as females indicating reduced retirement income and a lower commitment to
retirement planning compared to males, the overriding finding would suggest
that financial situation in retirement and planning for retirement were the most
critical fixed predictors relating to the retirement intentions process.

6.4

Predictive equation discussion

Based on study findings, those people more likely to retire in the next five years
include males, senior managers/managers, those earning over $80,000 per
year, people working full-time and people without adult offspring living at home.
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The older local-government workers more likely to be in the workforce after five
years include females, non-managers, people earning less than $20,000, those
working part-time and workers with adult offspring living at home.
The findings identified by the predictive equation indicate for the first time that
without intervention strategies by individual councils to change the trends
identified in this study, there may be a substantial difference in the
demographic makeup of older council workers in the coming years. The study
results indicate that in five years’ time the workforce will consist of a greater
percentage of females, non-managers and part-time/casual workers in the
over-55 age group. These findings suggest two major areas of policy
development.
In relation to keeping older workers in the workforce longer, councils should
focus their attention on males and senior-management staff. These two groups,
due to their respective positions within the organisation (full-time, long-term and
in positions of influence), will require policies that meet their needs. Support for
these workers will need to be substantially different to support for other groups.
At a very minimum the knowledge and information held by this group of
workers will need to be passed on to those who replace them. The other area
for policy development relates to the potential increase in the number of
specific groups of people who have indicated they will not be retiring in the
short term. Members of this group include females and part-time/casual
workers. Policies will also need to cater to the needs of these particular groups.
Issues related to these policies will be discussed in the following chapter.

6.5

Summary

This chapter has synthesised the literature review and the study findings. The
research question has been answered and the three hypotheses discussed to
reveal new information about older council workers.
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The aim of the study was to identify the predictors that influence older localgovernment workers’ retirement intentions. While the literature provides many
possible influences, on workers’ decision about when to retire, results from this
study indicate that the provision of social support will delay their retirement.
Supportive work conditions, health-related work productivity, not working
unpaid overtime, and being paid appropriately were all considered to be part of
a supportive work situation. Therefore, the main finding from the study is that
older local-government workers will be more likely to remain in the workforce
longer if given social support from the organisation, management and coworkers.
There were four other predictors found in the logistic regression analysis that
had a significant bearing on the retirement intentions of local-government
workers. These predictors, unlike the previous four, were considered to be
fixed, with limited ability for organisations to make significant changes or
influence their outcomes. The predictors included: age and years in current
council, considered to be barriers to continued work; and not having a
retirement plan or adequate retirement income, which has been described as
barriers to voluntary retirement.
The three hypotheses were also considered during the discussion chapter. The
first hypothesis dealt with health-related work productivity/impairment (work
ability and presenteeism) and its ability to predict retirement intentions. The null
hypothesis was rejected, with a link established where decreased healthrelated work productivity and increased work impairment resulted in decisions
to leave the workforce earlier. The fact that two different health-related workproductivity measures were used in this study, and both measures provided
very similar logistic regression results, is a strong indication of the strength of
health-related work productivity/impairment in predicting retirement intention.
The second hypothesis sought to explain the impact of a supportive work
environment. Here again the null hypothesis was rejected, where a supportive
work environment does increase older workers’ intentions to remain at work
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longer. The third hypothesis dealt with the notion that workers who are attached
to their job or career will be less likely to leave. This null hypothesis was
supported for this group of older local-government workers: no evidence was
found that older workers with a strong attachment to their career were more
likely to want to remain in the workforce longer than someone who did not have
a strong work attachment.
Identification of the predictors of the retirement intentions of older localgovernment workers is only part of the answer when considering the issue of
older workers and the impact of their retirement on local-government
organisations. The following chapter draws together the key findings from the
study, along with identified limitations and possible future research. Review of
the findings and insights gained through the discussion in this chapter, in
conjunction with the literature review in Chapter 2, have been used to develop
practical recommendations. These recommendations will provide localgovernment

managers

with

practical

intervention

strategies

management of older workers and their retirement intentions.

146

for

the

CHAPTER 7
7.1

CONCLUSION AND RECOMMENDATIONS

Introduction

This final chapter provides both a conclusion to the study and a presentation of
practical recommendations that councils can implement to help keep their older
workers in the workforce longer. The recommendations have been developed
from the PRIM, presented in the previous chapter, which was developed from
information obtained through analysis of questionnaire data. Outcomes of the
PRIM provide local government with a number of predictors relating to the
retention of older workers that can be useful for policy development and
management practice. The aims of this chapter are to pull together the critical
points raised in the discussion section, discuss the study’s limitations, suggest
possible

future

research

avenues

and

provide

various

practical

recommendations for local-government organisations. The recommendations
provided in this chapter are grounded in a real-world understanding of the
idiosyncrasies of local government that comes from my 20 years’ work
experience in that area.

7.2

Results of the study

The study of a specific group of older local-government workers has clearly
highlighted the influences on this group’s retirement intentions. Senior localgovernment representatives (Chalmers 2004; Hely 2005) have requested that
researchers provide empirically based strategies to deal with the emerging
challenges associated with the unprecedented number of older workers who
are retirement-ready. This request has been addressed for the councils
identified in this study and other councils with similar demographics through the
development of the following recommendations.
The key issue developed in the discussion chapter was the need for older localgovernment workers to be provided with support. Supportive work conditions,
which include a supportive work environment, the provision of training and
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development opportunities and flexible work arrangements, can be directly
linked to social support of older workers. Reducing unpaid overtime, providing
appropriate levels of pay and matching older people’s level of health and work
ability with their current and future work situation are other predictors over
which councils can exert a degree of control.
Councils are facing a major challenge to their human-resource planning as
older workers retire in ever-increasing numbers. Councils must act to reduce
the impact of such a large demographic change. This study has shown that the
cohort of workers who are over 55 years of age will most likely be significantly
different in five years’ time. The predictive equation shows that if the status quo
is maintained, women, part-time and casual workers, non-managers and older
workers with adult offspring still living at home will make up a greater proportion
of older workers in the future. As these groups tend to occupy lower-paying
jobs, this may eventually lead to a shortage of experienced managers. The
implications of this potential demographic change have not been discussed in
this thesis and require further research. However, it is anticipated that
implementing the recommendations described in this chapter will help to
change the status quo.
A summary of the most critical points that would help local-government
organisations extend the work life of their older workers includes:
•

Implementation of training and development strategies that meet the
needs, interest and abilities of older workers, with particular attention
paid to planning for future job and worker requirements.

•

Implementation of healthy brain programs that include computer based
brain training programs to help improve cognitive abilities.

•

Expansion of workplace flexibility, with various options for structuring
work hours that meet both workers’ needs and job requirements.
Workplace flexibility could also encompass the need for some workers to
reduce their level of responsibility within the organisation.
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•

Attention to the fit between worker and job forming part of the
performance-review process. Management could review future job
requirements and work towards matching the physical and mental
requirements of the job with the incumbent. Where the alignment
between incumbent and job is identified as being less than adequate,
management and incumbent should work together to identify strategies
to help keep the incumbent in the job. Plans need to be developed to
allow a change to the job requirements or incumbent’s skills and
abilities.

•

Management awareness of those workers who may be susceptible to
burnout through excessive hours of unpaid overtime.

•

Provision of training on age discrimination and ageist attitudes in the
workplace for managers, supervisors and general staff to help promote a
supportive work environment.

•

Identification by management of those older workers who have key
organisational knowledge, along with the development of programs to
capture information, knowledge and organisational culture.

•

Discussion of the work-retirement decision between workers and their
manager. Formal one-on-one discussions as part of the performancereview process could take place with all workers over the age of 50
years. Workshops could also be offered to older workers, where
information and a critical review by participants on important aspects of
their retirement intentions are provided.

7.3

Limitations of the study

While the study’s outcomes clearly demonstrate success in terms of its
objectives, there are some limitations. First, although the study may be able to
be generalised to other rural and regional coastal councils, it may be less
robust when discussing urban and rural-remote councils. Second, while the
results of the logistic regression were satisfactory, explaining nearly 50% of the
variance in the dependent variable, other influences affecting retirement timing
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are still to be identified. Finally, the cross-sectional nature of the study greatly
limits the study’s ability to link intentions to actual retirement and to gain an
understanding of the actual reasons for retirement.

7.4

Further research

Like most studies that address a need and provide answers to a specific
research question, this study raises additional questions, requiring further
investigation. First, there is a need to examine other local government areas,
such as urban and rural-remote. Additional studies from other local government
areas that are both similar and different to the present study are needed.
Studies from similar demographic areas will help determine the validity of the
current study, while examining different demographic areas will help make the
results more generalisable.
Second, a longitudinal study will provide valuable information that may help link
intentions with actual retirement and verify the logistic regression model results
identified in the current study. Application of the same questionnaire two years
after the first will also provide valuable information about the reliability of the
current findings.
Third, the results from the logistic regression predictive equation require further
investigation. Preliminary findings indicate specific differences between
different demographic groups. Further studies could be carried out to determine
what effect these differences will have on local-government organisations in the
future. For example, females and/or part-time and casual older workers were
identified as being more likely to remain in the workforce longer. How will such
changes affect the organisation’s future operations?
Fourth, with the implementation of intervention strategies identified in the
current research, a future study could be undertaken to determine the impact of
such strategies on the retirement intentions of older council workers. A quasi-
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experimental approach could be employed where half the councils apply the
strategies and the others maintain business as usual.
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7.5

Recommendations based on the PRIM

In an attempt to provide recommendations that have
immediate

practical

outcomes

for

policy-makers,

managers, practitioners and older workers, a table format
has been developed. The table identifies those predictors
from the PRIM that are considered flexible, where
councils can influence the outcome for their employees.
The table is divided into two columns. The first column
identifies

the

predictor

and

states

the

specific

recommendations that councils can implement; the
second column provides comments relating to the
recommendation and implementation. Figure 7.1, the
PRIM has been provided again as a reference for Table
7.1.
Figure 7.1: Predictors of retirement intentions model
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Table 7.1: Retaining older workers: recommendations for councils

Strategies

Comments

1.0 Providing
supportive
work
conditions
1.1
Through
training
and
development
• Encourage older workers to take on
challenging work assignments.
• Identify and implement training
strategies to meet the future work
requirements of positions held by
older workers.
• Discuss with older workers future
requirements that will enable both
parties to meet future needs.
• Design training with the physical
and mental abilities of older workers
in mind.
• Provide brain training programs
specifically designed for older
workers.
• Segregate older and younger

Removing covert discriminative practices associated with the learning abilities and perceived motivations of older
workers from local-government organisations would demonstrate support and improve older workers’ skill level.
Managers could also demonstrate support for older workers by providing challenging work situations that allow a
degree of autonomy; for example, being given the opportunities to do higher duties, work on or manage a specific
project or attend conferences and seminars. These management practices are relatively cost-neutral to the
organisation and can be implemented relatively easily, as current policy in most, if not all, councils would already
allow such actions.
The stereotypical view of older workers that some managers and supervisors may have (Cully et al. 2000) could
be one barrier to implementing these measures. To remove this barrier, formal training relating to age
discrimination should be made compulsory for managers and supervisors (Griffiths 1997) and should form part of
council’s induction process for new employees. Changing the culture of the organisation will provide a strong
positive message to older workers that the organisation is committed to supporting their needs and developing
their skills. However, older workers will also need to work on improving their skills and knowledge to maintain a
level of competitiveness and employability.
While older workers remain in their current positions doing what they have always done, they will see little need for
skills maintenance and even less for skills development. This situation can lead to older council workers becoming
redundant within their own job (Patrickson & Ranzijn 2003). Councils and older workers need to work together to
identify possible areas of skill development and challenging work assignments that will engage older workers and
at the same time help reduce age discrimination across the wider organisation (Maurer 2007). Older workers have
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•

•

•

•

workers in training courses that may
highlight the differences in learning
style between the two groups.
Encourage and support older
workers especially the youngest in
the cohort in their retirement
planning.
Where possible, provide recognition
of prior learning, especially to
outdoor workers, who may need to
update their on-the-job learning to
formal qualifications.

different training requirements when compared to their younger work colleagues (Agarwal & De Groote 1998;
Cully et al. 2000). It will be important for trainers to understand the training needs of older workers and use training
methods that will accommodate their needs. Improved cognitive ability through brain training programs
(Frauenheim 2008), including computer based training to reduce cognitive decline in older workers (Erickson et al.
2007). Where possible, training for older workers should be separate from training for younger employees, given
that older workers can feel threatened by training situations that may highlight the difference in learning style
between the two groups (Cully et al. 2000).

1.2
Through
flexible
work
arrangements
Provide flexibility in all aspects of
work
where
appropriate
and
practical. Such flexibility could
include: hours of work per year
rather than per week, reduced level
of responsibility, ability to work from
home, job share and a reduction in
full-time to part-time hours.
Liaise with older workers to identify
possible
bridge
employment

Results from the study indicate that flexible work options are important for older council workers and need to be
tailored to meet the heterogeneous group of older workers found in local government. Such flexible work options
include the ability to reduce hours of work through a phased retirement or reduce staff responsibility levels by
taking on bridge employment.

Recognition of older workers’ skills acquired over many years of work was shown in the focus groups to be
important, especially for outdoor workers, where their self-worth through the acquisition of new skills may be
obtained from on-the-job experience (Garavan et al. 2002). Managers, supervisors, older workers and policymakers within each council will need to consider at least three distinct areas in addressing the training and skill
development requirements of current and future positions along with the position incumbents: planning; training;
and recognition.

Flexibility allows older workers to choose how the reduced hours will be taken. Older workers wishing to maintain
a work-link and to travel may need to work a set number of hours per year rather than per week. In this way they
could work, for example, three months on-the-job and three months off, or any combination of work/non-work time.
Such work arrangements may be difficult for the organisation to implement given the service nature of localgovernment work and the need to be available on a continuous basis. However, where the work is less serviceoriented and more project-based, discrete projects could be developed to accommodate blocks of leave and work.
Focus-group members indicated a need and desire to spend more time with family, including grandchildren and
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situations for older workers who
may be unable to meet the future
challenges of their current position
responsibilities.

older relatives. For these people a reduction in hours per week would result in a better work-life balance
(Poelmans et al. 2008). Local-government organisations already provide flexible work options to meet this
situation including telecommuting, job sharing and part-time work.
Bridge employment is another flexible work option that local government organisations should consider as a way
of maintaining their current older workers in the workforce. A number of focus-group participants, mainly from
management, and a large number of questionnaire respondents indicated that it was not possible to change their
current job from full-time to part-time. With this in mind, phased retirement with a reduction in hours per week and
a job-share situation may not be viable, especially for those in a management role. Bridge employment could
provide an alternative for older workers to move into another position that requires fewer hours or reduced
responsibility, and may be a better option for workers who feel their current position cannot be modified. However,
such a change in job or position may only be possible if the older worker has the required skills to satisfy the
needs of the new position and is willing to accept the potential loss of prestige. As previously mentioned during the
discussion regarding training and the need to plan, older workers will need to have put in place the appropriate
actions that may allow a move to bridge employment when required.

•

•

•

1.3 Through a supportive work
environment
Provide training for managers and
supervisors in age awareness,
especially issues relating to older
workers.
Provide training for general staff in
recognising and preventing age
discrimination and the more tacit
instrumental ageism.
Conduct performance reviews that

Training for managers, supervisors and general staff relating to the impacts of ageism in the workplace and the
specific needs of older workers is needed to demonstrate a supportive work environment. A critical issue for older
workers is recognition for their experience, knowledge, expertise and past accomplishments (Armstrong-Stassen
2008b).
Providing older workers with supportive work situations reinforces their perceptions of being valued as productive
members of the workforce. Because many older workers struggle with their sense of value to the organisation
(Willis & Daisley 2006), management must employ positive reinforcement to alleviate these concerns. Employees
in the public work domain have a strong sense of community engagement (Secret & Swanberg 2008). Recognition
of this aspect of local government employees’ work is another way management can demonstrate social support.
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question age awareness and
discriminative practices that may be
occurring
within
the
manager/supervisor’s
area
of
control.
2.0 Improving health and job fit
• Promote a healthy work place for all
workers.
• Develop specific programs that
address the needs of older workers’
health and well being.
• Review the positions of all staff over
55 years of age to establish the
degree of fit between the current
incumbent and the requirements of
the job. Discuss ways to improve
the fit between the individual and
their position with consideration of
the individual’s current physical and
mental health situation.
• Assess positions with higher
occupational health and safety risks
such as those in construction, to
ensure workers do not increase
their level of risk due to their
physical or mental constraints.

A key aspect of health-related work productivity/impairment is the level of health of older workers and the degree
of fit between older workers’ current abilities and the job requirements. Improvements in workers’ health will have
a strong bearing on their willingness and ability to remain in the workforce. Forced retirement through ill health,
where a person’s control of the situation is removed or reduced, has been shown to have a detrimental impact on
all those involved (De Vaus et al. 2007). Maintaining the highest possible health in older workers has benefits for
the organisation, as older workers are more able to do their jobs and are more likely to stay in the workforce
longer. Older workers also benefit by maintaining control over work and retirement and a more positive outlook on
life (Tuomi et al. 2001).
Health programs that increase exercise and physical movement and provide information on nutritional foods and
healthy eating, along with strategies to help manage specific illnesses, should be provided to all staff (Kenny et al.
2008). Programs specific to the needs and abilities of older workers need to be implemented and, where possible,
competition with younger workers that may highlight the age differences between the groups should be reduced
(Cully et al. 2000). While people’s health is a critical part of the health-related work productivity construct, another
equally important part is the degree of fit between the abilities of the older worker and the job requirements.
Older workers with reduced or reducing physical or mental ability in certain areas may find it increasingly difficult to
continue in their current position (Kenny et al. 2008). For example, health conditions like arthritis may limit outdoor
workers’ abilities to continue with physical work, while for indoor workers with less need for physical activity,
having arthritis may not be as debilitating.
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The manager and incumbent will need to develop strategies to reduce the lack of fit between job and worker.
Changes needed may include: redesigning the job to reduce physical activity, providing mechanical aids to help
with the activity, or working with the incumbent to develop a physical exercise program. Such management-driven
action will signal to older workers that the organisation values its older workers and is supportive of their specific
needs to help maintain and, where possible, improve their work/life situation.

3.0 Providing appropriate levels of
pay
• Review older workers’ positions and
where appropriate provide grading
levels that are commensurate with
similar positions.
• Encourage
older
workers
in
performance reviews to extend
themselves by taking on challenging
work
opportunities
and
skill
development that is in line with the
changing nature of their positions.
4.0 Reducing unpaid overtime
• Identify those older workers who
continually work unpaid overtime
and ascertain the reasons for the
extended workload.

Where possible, councils should demonstrate to staff that their positions are being remunerated at an appropriate
level. There should be consistency between positions of the same type and level within the organisation and,
where possible, between neighbouring councils. The needs of the organisation should be clearly stated for each
position while taking into account the current abilities of the incumbent.
Older workers should be encouraged through targeted training and development programs to change with the
evolving position. By creating functional positions filled by competent staff, councils will make productivity gains
that will allow them to reward staff with appropriate pay and grading.

Councils will need to put in place strategies to minimise the need for unpaid overtime and, where possible, identify
specific actions that may help balance work and family commitments. Identification of those workers who
continually work additional hours without pay and a review of the possible reasons should be undertaken by
management. A thorough analysis of the work area involved may need to be performed. Identification of work
activities that cannot be completed in the available time or with the available resources is required.
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•

•

Reduce
the
workload
where
evidence of burnout is identified and
where the cause is work related.
Encourage older workers to discuss
strategies to alleviate work/nonwork tension.

5.0 Providing retirement-planning
work shops
• Implement
retirement-planning
activities (such as workshops or
seminars) that will provide workers
over 50 years of age with
appropriate strategies to better plan
for their retirement.

Older workers will also need to be proactive in discussing with their supervisor possible work-related changes that
may help to alleviate work/family tensions or work/non-work alignment (Rands 1997). Supervisors, in turn, will
need to be open to possible changes to the job structure or work allocation in an effort to meet the changing needs
of older workers’ non-work commitments (Poelmans et al. 2008, p. 230). The provision of targeted work/family
policies that are implemented by well-informed supervisors in an inclusive environment will help meet the needs
of, and provide evidence of support for, older workers (Ryan & Kossek 2008).
By providing retirement-planning activities, councils are more likely to retain more satisfied and organisationally
committed staff, given that people who have choice in how they move into retirement are more satisfied with their
current life situation and more likely to continue working (De Vaus et al. 2007). The provision of retirementplanning activities will also provide positive feedback to older workers that the organisation is supportive of their
needs.
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7.6

Concluding remarks

The study reported in this thesis has identified significant factors that influence
the retirement intentions of older council workers and in so doing provided
valuable input into policy development and management practices for a specific
group of local-government organisations. The study findings indicate that
“support” is critical for retaining older workers and can be offered by:
•

Providing a supportive work environment

•

Improving health and job fit

•

Providing appropriate levels of pay

•

Reducing unpaid over time

•

Providing retirement-planning workshops

The practical recommendations developed from this study will, if implemented
by local governments, encourage continued workforce participation and
returnment by older council workers. Continued participation will help alleviate
the impending challenges of skill shortages and associated loss of
organisational knowledge facing councils while helping to improve the work life
of older workers. It is critical that older workers’ retirement intentions are
influenced by the positives associated with both work and retirement, and not
the negatives attached to work.
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Appendix A – Participant information
Participant information sheet for mature age workers.
TITLE: The impact of health, work and private life on mature
age workers’ stated retirement intentions.
PURPOSE OF THE RESEARCH:

You are invited to participate in a study conducted by researchers at
the University of Wollongong. The purpose of the research is to
investigate retirement intentions and the relationship with health,
work environment and private life issues for local government
employees. Study findings will be used to develop a workforce
planning tool that may help to predict the retirement intentions of
mature aged workers (i.e. workers over 55 years of age).
To gain the most from the research, a high response rate to the
questionnaire is required. Therefore I request you take the time to
complete the questionnaire and promote the questionnaire to others
who may be at a stage in their life where retirement could be a
serious option.
INVESTIGATORS:
Peter Swan (DBA student)

Dr Alison Wicks (Supervisor)

Dr Nelson Perera (Supervisor)

Shoalhaven City Council

Graduate Business School

Graduate Business School

(02) 4429 3535

(02) 4448 0841

(02) 9266 1301

pas23@uow.edu.au

wicks@uow.edu.au

nelson_perera@uow.edu.au
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METHOD AND DEMANDS ON PARTICIPANTS:

You are asked to complete and return before the end of June 2008
a confidential questionnaire which is included in this survey kit.
Each questionnaire will be uniquely numbered and only your HR
department will know who was sent the questionnaire. To ensure
complete confidentiality the completed questionnaire needs to be
returned directly to Peter Swan in the prepaid addressed envelope
provided in the kit.
Please complete and return the questionnaire as the success of the
survey is entirely dependent on you and others like you taking an
active interest in the research.
POSSIBLE RISKS, INCONVENIENCES AND DISCOMFORTS:

Apart from the 25 minutes it will take to complete the questionnaire,
the research team foresee no risks for you. Your involvement in the
study is voluntary and you may withdraw your participation from the
study at any time and withdraw any data that you have provided to
that point. Refusal to participate in the study will not affect your
relationship with the University of Wollongong or your employer.
Return of the questionnaire will be taken as acceptance of your
voluntary involvement in the survey.
FUNDING AND BENEFITS OF THE RESEARCH

The research is part of doctoral studies being undertaken by Mr
Peter Swan, a Doctor of Business Administration (DBA) student at
UoW. Peter also works full time for Shoalhaven City Council. Costs
for the research are being shared between all councils involved in
the study and the research student. Completing and returning the
questionnaire will help to identify the issues facing mature age
workers and may be used to develop intervention strategies that
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could provide additional choices for work and retirement. Findings
from the study will be used in the research thesis and possible
journal articles. As part of a reciprocal arrangement with Australian
Health Management and Swinburne University, data from some of
the questions as indicated on the questionnaire will be provided to
those organisations. Confidentiality is assured; participants and
their council will not be identified in any part of the research or
publications.
As a way of thanking you for your help in this research, a prize draw
has been established. If you would like to be entered into the
draw for a chance to win one of five $50 gift vouchers from
Coles Myer or one of several two night stay holiday packages
or a gift hamper, please return the prize draw slip in the separate
envelope with your questionnaire. Details of the winning entrant
from each council will be provided to your Council’s HR department,
so the winning entrants can be contacted.
ETHICS REVIEW AND COMPLAINTS

This study has been reviewed by the Human Research Ethics
Committee (Social Science, Humanities and Behavioural Science)
of the University of Wollongong. If you have any concerns or
complaints regarding the way this research has been conducted,
you can contact the UoW Ethics Officer on (02) 4221 4457.
Thank you for your interest in this study.
Kindest regards

Peter Swan
DBA UOW Student
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Appendix B - Questionnaire
Questionnaire number………………………..

May 2008

Work/Retirement Intentions Questionnaire
INSTRUCTIONS
Please fill out the questionnaire carefully and answer every question. For
each question write in your answer or tick the answer most appropriate for
you as it relates to your main job or main type of paid work.
…………………………………………………………………………….
Q1. Your sex:

Male
d d

Q2. Date of birth

Female

m m
-

y

y

- 19

Q3. Years with current Council
Q4. Years in Local Government
Q5. Do you consider your work is mainly: Indoor
Q6. Work situation: Full time

Part time

Outdoor

Casual

Contract

Q7. If part time or casual, how many hours per week do you work?
Q8. If contract, what is the term of your contract?
Q9. Yearly salary or wage?

$0 - 20,000

Months
$20,001 - 40,000

$40,001 - 60,000

$60,001 - 80,000

Greater than $80,001
Q10. Highest education level completed?
Primary
Degree

Secondary

Certificate

Graduate certificate/diploma
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Diploma

Post Graduate Degree

Q11. What level best describes your position in the organisation?
Senior Manager

Manager (eg a department head)

Line manager (eg a supervisor or team leader)

Non manager

Specialist manager (eg a project or technical manager)

Q12. Do you have children over the age of 21 living at home?
Yes

No

Q13. Are the demands of your present job mainly?
Tick only one answer.
mental ………….…………….…
physical…………………….....…
mental and physical…………..…

Work ability is defined as your ability to perform your
normal work functions
Q14. Your CURRENT work ability compared with your lifetime best.

Assume that your work ability at its best has a value of 10 points. How
many points would you give your CURRENT work ability?
(Circle the most appropriate answer on the scale below)
0
1
2
3
4
5
6
7
8
9
10
-----------------------------------------------------------------------------------------------totally unable
work ability
to work
at its best

Q15.Your work ability in relation to the PHYSICAL and MENTAL

demands of your present job.
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15a. How would you rate your current work ability in relation to the
PHYSICAL demands of your job? Tick the most appropriate answer on the
scale below.
Very good ……………
Fairly good …………..
Moderate …………….
Fairly poor …………...
Very poor …………….

15b. How would you rate your current work ability in relation to the
MENTAL demands of your job? Tick the most appropriate answer on the scale
below.
Very good ……………
Fairly good …………..
Moderate …………….
Fairly poor …………...
Very poor …………….
Q.16. Do you have any of the following types of diseases or injuries?

You can tick 1 or 2 boxes for each of the 14 conditions listed below.
o If you don’t have any of the particular type of disease or injury, tick the
first box.
o If you think you have the condition now or it occurs often, tick the
second box.
o If a doctor has diagnosed or treated the condition tick the third box
also.
No Yes, own
opinion
1) Problems due to previous injury from accident (e.g.
head, neck , back injury, severe burns, electrocution)
2) Musculoskeletal disease (e.g. chronic joint or muscle
pain, arthritis, sciatica, RSI, severe muscle sprain)
3) Cardiovascular disease (e.g. high blood pressure,
angina, cardiac insufficiency, circulatory problems)
4) Respiratory disease (e.g. asthma, repeated respiratory
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Yes,
physician’s
diagnosis

























5)

tract infections, emphysema, TB, chronic bronchitis,
sinutis)
Mental disorders (e.g. severe depression, anxiety
disorder, chronic insomnia, bipolar disease)
Neurological and sensory diseases (e.g. hearing or
sight problems (other than wearing glasses),
migraine, epilepsy)
Digestive disease (e.g. gastritis, ulcer, gall bladder ,
bowel or liver disease, chronic indigestion, dental &
mouth disease)
Genitourinary disease (e.g. kidney disease, fallopian
tube infection, prostate infection)
Skin disease (e.g. eczema, dermatitis, psoriasis)































10) Tumour or cancer (including skin cancer)







11) Endocrine & Metabolic diseases (e.g. diabetes,
obesity, thyroid problems)
12) Blood diseases (e.g. anaemia)













13) Birth defects resulting in disabilities







14) Other health problem (eg chronic pain, allergies/
sensitivities, infections). What?
___________________________________________
___________________________________________
___________________________________________
___________________________________________
________







6)

7)

8)
9)

Q17. Your estimated work impairment due to disease, illness or injury.

Is your disease, illness or injury a hindrance in your present job?
Tick more than one answer if it is appropriate.
I have no disease, illness or injury .................................................................
The disease, illness or injury I have does not hinder my work .................…
I am able to do my job but it causes some difficulties ..................................
I sometimes have to slow down my work pace or change the way I work…
I often have to slow down my work pace or change the way I work ………
I have had to reduce my hours of work……………………………………..
I am completely unable to work…….………….……………………………
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Q18. Time away from work because of injury or illness in the last year.

How much time have you been absent from work in the past year (12
months) because of an injury, disease or health problem, including for
health care appointments or treatment.
Include time off for work related conditions covered by Workers
Compensation.
Tick the most appropriate answer on the scale below.
None………………………….……...
Less than 2 weeks …………………
Between 2 and 4 weeks………..……
Between 1 and 3 months …………..
More than 3 months………… ……..

Q19. Your own assessment of your work ability two years from now.

Do you believe that, in terms of your health, you will be able to do
your current type of work two years from now?
It’s unlikely that I will........………….….
I’m not sure……………….........……….
I’m fairly certain I will...………..………
Q20. Your personal resources
20a. Have you recently been able to enjoy your normal daily activities?
Always ………………
Usually ……………....
Sometimes …………..
Rarely ……………….
Never ……………….
20b. Have you recently been active and alert?
Always ………………
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Usually ……………....
Sometimes …………..
Rarely ……………….
Never ……………….
20c. Have you recently been feeling optimistic about the future?
Always ………………
Usually ……………....
Sometimes …………..
Rarely ……………….
Never ……………….

Q21. When do you expect to retire?
Less then

1-2 years

3-4 years

5-9 years

Greater then

1 year

10 years

Q22. If there were no restrictions when would you like to retire?
Less then

1-2 years

3-4 years

5-9 years

Greater than

1 year

10 years

Q23. When you retire do you expect to have enough annual income to

meet your retirement needs?
Not enough

About the
right amount

More than
enough

Unsure

Q24. How important is your work social life to you?
Circle only one number.
Not at all important
1

Very important
2

3

4
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5

Q25. When you retire how much do you expect your social life to be

affected?
Much worse social life
1

Much better social life
2

3

4

5

Unsure

Q26. How important is having structure in your life?
Not at all important
1

Very important
2

3

4

5

Q27. How do you expect retirement to change your life structure?
Much less structured
1

Much more structured
2

3

4

5

Unsure

Q28. How much do you expect retirement to affect your life

satisfaction?
Lower life satisfaction
1

Greater life satisfaction
2

3

4

5

Unsure

Q29. Do you expect to feel loss relating to your job/career when you

retire?
No loss
1

Major loss
2

3

4

5

Unsure

Q30. Do you expect to lose respect and esteem when you retire?
No loss
1

Major loss
2

3

4

5

Unsure

Q31. Will you expect to lose status and prestige when you retire?
No loss
1

Major loss
2

3

4

5

Unsure

Q32. Will you expect an increase in loneliness when you retire?
No increase
1

A large increase
2

3

4
187

5

Unsure

Q33. Is passing on knowledge and skills important to you?
Not important
1

Very important
2

3

4

5

Q34. Retirement will reduce my ability to pass on my knowledge and

skills to others?
Strongly disagree
1

Strongly Agree
2

3

4

5

Q35. Factors that may influence your retirement intentions.
For questions 35a to 35j, please circle the most appropriate number to indicate your
level of disagreement/agreement that completes the following sentence.

I would be more likely to remain in the workforce after my expected
retirement age………
35a. If flexible employment options (such as: part time, hours per year
instead of hours per week etc.) were available.
Strongly disagree
1

Strongly Agree
2

3

4

5

35b. Because of the social aspects of work.
Strongly disagree
1

Strongly Agree
2

3

4

5

35c. If my health is good.
Strongly disagree
1

Strongly Agree
2

3

4

5

35d. If I were provided with increased work autonomy (freedom to act).
Strongly disagree
1

Strongly Agree
2

3

4

35e. If there were financial incentives.
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5

Strongly disagree
1

Strongly Agree
2

3

4

5

35f. If I were given access to training and development.
Strongly disagree
1

Strongly Agree
2

3

4

5

35g. If I were provided with challenging work.
Strongly disagree
1

Strongly Agree
2

3

4

5

35h. If the work environment was supportive.
Strongly disagree
1

Strongly Agree
2

3

4

5

35i. If project work was offered.
Strongly disagree
1

Strongly Agree
2

3

4

5

35j. If the amount of management and supervision of staff in my job

was reduced.
Strongly disagree
1

Strongly Agree Dose not
2

3

4

5

apply

Q36. In the past 4 weeks how much time did your stress levels, physical
or emotional health make it difficult for you to do the following: Place a
tick in the box that best describes your response to each of the statements.
None of
the time

Part of
the time

Work your
required number
of hours
Use your
equipment
properly (eg
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Most of
the time

All of the
time

Does not
apply to my
Job

keyboard, mouse,
tools or
machinery)
Concentrate on
your work
Work effectively
with others
Work to the best
of your ability
Q37. My workplace is comfortable and pleasant to work in.
Strongly Disagree
1

2

3

4

Strongly Agree
5

Q38. I have all the equipment and facilities to do my job safely and

well.
Strongly Disagree
1

2

3

4

Strongly Agree
5

Q39. I have all the information I need to do my job properly.
Strongly Disagree
1

2

3

4

Strongly Agree
5

Q40. I find it easy to balance the demands of my work and family life.
Strongly Disagree
Strongly Agree
1
2
3
4
5
Q41. How many hours did you take off work in the past 4 weeks to take

care of family issues?
More than 5

2-5 hours

0-2 hours

None

Q42. The person that I report to is a good manager.
Strongly Disagree
1

2

3

4
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Strongly Agree
5

Q43. I receive regular and constructive feedback on my performance.
None of the time
1

2

3

All of the time
5

4

Q44. Management is aware of problems at my level.
None of the time
1
2

3

All of the time
5

4

Don’t
know

Q45. I am paid appropriately for the work I do.
Yes

No

Q46. My contribution and efforts are adequately recognised.
None of the time
1

2

3

4

All of the time
5

Q47. At work I am focused and productive.
None of the time
1

2

3

4

All of the time
5

Q48. The work that I do contributes to the business strategy and goals

of the organisation.
Strongly Disagree
1

2

3

4

Strongly Agree
5

Q49. People in my team or department work well together to get the

job done.
None of the time
1

2

3

4

All of the time
5

Q50. My career opportunities are better within this organisation than

in other similar organisations.
Strongly Disagree
1

2

3

4

Strongly Agree
5

Q51. I am provided with adequate opportunities to develop my skills

and knowledge.
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None of the time
1

2

3

4

All of the time
5

Q52. I expect to be working in this organisation 12 months from now.
Yes
52a.
•
•
•
•
•

No

If no, why (tick one)
Personal reasons (such as health, moving,
family, worklife issues, pregnancy or retirement)……
Career change…………………………………………
Dissatisfied with your job or pay…………………….
Conflict at work……………………………………..
Concerns over job security………………………….

Q53. The organisation is free of harassment and discrimination
(including: age, gender, race, sexual preference).
Strongly Disagree
1

2

3

4

Strongly Agree
5

Q54. I believe that management is committed to improving my

wellbeing at work.
Strongly Disagree
1

2

3

4

Strongly Agree
5

Q55. I believe my current job could be changed from full time to

something other than fulltime hours (eg Job share)
Strongly Disagree
1

2

3

4

Q56. Do you have a retirement plan in place?

Strongly Agree Not applicable
5
I Don’t work
full time.

Yes

No

Q57. How important are others (eg family members, spouse, partner)

in your retirement decision process?
Not important
1

2

3

4
192

Very important
5

Q58. Do you feel that retirement workshops or training for retirement

would help you make a decision about retirement?
Not helpful
1

2

3

4

Very helpful
5

Q59. Is your spouse or partner retired?

Yes

No

Not applicable

Q60. For your normal paid job, how many hours of unpaid work did

you do over the past two (2) weeks?
Hours

Not applicable

Please fold the completed questionnaire and place in
the prepaid envelope provided.
Don’t forget to place the Prize Draw slip in the
envelope marked “Prize Draw” and place this
envelope in with the questionnaire.
Return the sealed prepaid envelope through either the
internal Council mail or by placing in an Australia
Post box.
Thank you for completing the questionnaire.
Good luck in the prize draw.
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Appendix C - Code book for retirement intentions
questionnaire
Qu
est
.

1
2
3

4
5

6
6a
7
8
9
10

11

12

Description of
Variable

SPSS
variable name

Coding Instructions

Questionnaire ID
ID with out letters
Council ID

ID
IDnum
Council

Gender
Age
Years in current
Council
Years in current
Council cut
(Binned)
Years in Local
Government
Work location
(Indoor / Outdoor)
Work location
Estimated
Work situation
Work situation cut
Contract work
Part time / Casual
hours per week
Contract Hours per
month
Yearly Salary

Sex
Age
CouncilYrs

1=Council1, 2 = Council2, 3 = Council3, 4 =
Council4, 5 = Council5, 6 = Council6
0 = male, 1 = Female
In years (55+)
In years

CouncilYrsCut

10 and less = 0, >10 = 1

LGYears

In years

In_Out

0 = indoor, 1 = outdoor, 2 = both

InOutNew

0 = Indoor, 1 = Outdoor

WorkSit
WorkSitCut
Contract
PTHrs

1 = Full time, 2 = Part time, 3 = Casual
1 = Full time, 0 = Part time and Casual
Yes = 0, No = 1
Hours / week

ContMths

Number of Months

Salary

1 = $0-20,000, 2 = $20,001-40,000, 3 = 40,00160,000, 4 = $60,001-80,000, 5 = >$80,001
1 = primary, 2 = secondary, 3 = certificate, 4 =
diploma, 5 = degree, 6 = graduate certificate/
diploma, 7 = post graduate degree
2 = Primary and secondary, 3 = certificate, 4 =
diploma, 5 = degree, 6 = graduate
certificate/diploma, 7 = post graduate degree
1 = senior manager, 2 = manager, 3 = line
manager, 4 = non manager, 5 = specialist
manager
2 = senior manager and manager, 3 = line
manager, 4 = non manager, 5 = specialist
manager
0 = yes, 1 = no

Highest education
level completed

Edu

Highest education
level combined

EduPriSecCo
mb

Position in
Organisation

Position

Position in
organisation
combined
Children over 21

PositionSenCo
mb
Adultchild
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13
14

15

years at home
Work demands
Subjective
estimation of
present work ability
compared to
lifetime best.
Subjective work
ability in relation to
both physical and
mental demands of
work.

workdem
WAIEst

1 = mental, 2 = physical,3 = both
Number between 0 (totally unable to work) to 10
(Work ability at its best)

SubWAI

Your scores for Q.15a & Q.15b are the numbers
you circled. But to get your total Q15 score your
Q.15a & Q.15b answers are weighted according to
the main demands of your present job, and added
together, as follows.
If the demands of your job are mainly:
Physical – multiply your Q.15a (physical demands
rating ) score by 1.5 and halve your Q.15b (mental
demands rating) score. Then add the 2 weighted
scores together to get your total score for Q.15.
Mental – halve your Q.15a (physical demands
rating) score and multiply your Q. 15b (mental
demands rating) score by 1.5. Then add the 2
weighted scores together to get your total score
for Q.15.
Both physical & mental – add together the
numbers you circled for Q.15a and Q.15b to get
your total score for Q.15.

15a

15b

16a
16b
16c
16d
16e
16f
16g
16h
16i

Work ability and
physical demands
of job
Work ability and
mental demands of
job
Problems from
accident
Musculoskeletal
disease
Cardiovascular
disease
Respiratory
disease
Mental disorders
Neurological and
sensory disease
Digestive disease
Genitourinary
disease
Skin disease

WAIPhys

5 = very good, 4 = fairly good, 3 = moderate, 2 =
fairly poor, 1 = very poor

WAIMent

5 = very good, 4 = fairly good, 3 = moderate, 2 =
fairly poor, 1 = very poor

Accident

0 = no and own opinion, 1 = Yes

Musculo

0 = no and own opinion, 1 = Yes

Cardiovas

0 = no and own opinion, 1 = Yes

Respira

0 = no and own opinion, 1 = Yes

Mental
Neurolo

0 = no and own opinion, 1 = Yes
0 = no and own opinion, 1 = Yes

Digest
Genit

0 = no and own opinion, 1 = Yes
0 = no and own opinion, 1 = Yes

Skin

0 = no and own opinion, 1 = Yes
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16j
16k

Tumour or cancer
Endocrine and
Metabolic diseases
Blood disease
Birth defects

Cancer
Endoc

0 = no and own opinion, 1 = Yes
0 = no and own opinion, 1 = Yes

Blood
Birth

0 = no and own opinion, 1 = Yes
0 = no and own opinion, 1 = Yes

Other health
problems
Diagnosed disease
score.

Other

0 = no and own opinion, 1 = Yes

Disease

17

Subjective
estimation of work
impairment
because of
disease.

WAIDisease

18

Sickness absence
during past year.

Sick

19

Own prognosis of
work ability after 2
years.
Recently been able
to enjoy normal
daily activity
Recently been
active and alert
Recently feeling
optimistic about the
future
Psychological
resources
(enjoying daily
activity and life
spirit optimistic
about the future).
Calculated Work
Ability Index

WAI2y

Add up the number of 1’s.
4 or more diseases = 1 point
2 or 3 diseases = 3 points
1 disease = 5 points
No diseases = 7 points
6 = I have no disease, illness or injury
6 = Disease, illness or injury does not hinder work
5 = Able to do job but causes some difficulties
4 = Sometimes have to slow down or change the
way I work
3 = Often have to slow down or change the way I
work
2 = Have had to reduce my hours of work
1 = I am completely unable to work
5 = None
4 = Less than 2 weeks
3 = Between 2 and 4 weeks
2 = Between 1 and 3 months
1 = More than 3 months
1 = It’s unlikely that I will
4 = I’m not sure
7 = I’m fairly certain I will
4 = Always, 3 = Usually, 2 = Sometimes, 1 =
Rarely, 0 = Never.

16l
16
m
16n
16

20a

20b
20c

20

EnjoyAct

ActAlert
Optimistic

4 = Always, 3 = Usually, 2 = Sometimes, 1 =
Rarely, 0 = Never.
4 = Always, 3 = Usually, 2 = Sometimes, 1 =
Rarely, 0 = Never.

psyres

Add numbers circled for 20a, 20b and 20c.
Total of 1 – 3 = score of 1 point
Total of 4 – 6 = score of 2 points
Total of 7 – 9 = score of 3 points
Total of 10 – 12 = score of 4 points

WAI

Total WAI score (range from 7 extremely poor
work ability to 49 extremely good work ability).
Add answers to questions 20, 19, 18, 17, 16, 15
and 14
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WAI cut at 38
bottom 25%
WAI cut at 38
bottom 25%
reversed

WAI38Cut

0 = Low WAI <38, 1 = High WAI >38

WAI38cutRev

0 = High WAI >38, 1 = Low WAI<38

Work / Retirement Intention (WRI)

21

22

23

Description of
Variable
Expected years to
retirement
Expected years to
retirement
Dichotomised
Expected time to
retire less than 5
years
Desired years to
retirement no
restrictions
Desired years to
retirement <5
Dichotomised
Retirement income
(dichotomised)

SPSS
variable name
ExpectRetYrs
ExptRetYrsCut
5

1 = <1 year, 2 = 1-2 years, 3 = 3-4 years, 4 = 5-9
years, 5 = >10years
0 = <5 years, 1 = 5 and more years

ExptRetYrsCut
5Rev

0 = 5 or more years, 1 = < 5 years

DesireRetYrs

1 = <1 year, 2 = 1-2 years, 3 = 3-4 years, 4 = 5-9
years, 5 = >10years

DesRetYrsCut
5

0 = <5 years, 1 = 5 and more years

retirein

1 = not enough, 2 = about the right amount, 3 =
more than enough, 8 = unsure.
Dichotomised at < 2, 0 = 1 and 8, 1 = 2 and 3.
Not at all important = 1, 2, 3, 4, 5 = Very important
Dichotomised at < 4, 0 = 1 and 2 and 3, 1 = 4
and 5.
Much worse = 1, 2, 3, 4, 5 = much better, 8 =
unsure
Dichotomised at < 4, 0 = 1 and 2 and 3, 1 = 4
and 5.
Not at all important = 1, 2, 3, 4, 5 = Very important
Dichotomised at < 4, 0 = 1 and 2 and 3, 1 = 4
and 5.
Much worse = 1, 2, 3, 4, 5 = much better, 8 =
unsure
Dichotomised at < 4, 0 = 1 and 2 and 3, 1 = 4
and 5.
1 = much lower, 2, 3, 4 = much more.
Dichotomised at < 4, 0 = 1 and 2 and 3, 1 = 4
and 5.
1 (no loss), 2, 3, 4, 5 (major loss), 8 = unsure = 3
Dichotomised at < 4, 0 = 1, 2 and 3, 1 = 4 and 5

24

Work social life
importance

retireincut
SocImp
SocImpcut

25

Effect on social life
(dichotomised).

socialife
socialifecut

26

Life structure
importance

Structimp
Structimpcut

27

Effect on life
structure
(dichotomised)

lifestruct
lifestructcut

28

Effect on life
satisfaction
(dichotomised)
Amount of loss
relating to
job/career

lifestat
lifesatcut

29

Coding instruction

jobloss
joblosscut
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30

31

32

(dichotomised)
Amount of loss
relating to respect
and esteem
(dichotomised)
Amount of loss
relating to status
and prestige
(dichotomised)
Effect on loneliness
(dichotomised)

33

Importance of
Generativity

34

Ability to pass on
skills
(dichotomised)
Flexible
employment
options
Good social
interaction with
colleagues
Good health

35a

35b

35c
35d
35e
35f
35g
35h
35i
35j

Increased
autonomy
Financial incentives
Access to training
and development
Challenging work
A supportive work
environment
Project work was
offered
Reduction in staff
management

resploss

1 (no loss), 2, 3, 4, 5 (major loss), 8 = unsure = 3
Dichotomised at < 4, 0 = 1, 2 and 3, 1 = 4 and 5

resplosscut
statloss

1 (no loss), 2, 3, 4, 5 (major loss), 8 = unsure = 3
Dichotomised at < 4, 0 = 1, 2 and 3, 1 = 4 and 5

statlosscut
lone
lonecut
impgen

1 (no increase), 2, 3, 4, 5 (large increase), 8 =
unsure = 3
Dichotomised at < 4 0 = 1, 2 and 3, 1 = 4 and 5
1 (Not important), 2, 3, 4, 5 (Very important).
Dichotomised at < 4 0 = 1, 2 and 3, 1 = 4 and 5

impgencut
gen
gencut

1 (Strongly disagree), 2, 3, 4, 5 (Strongly agree).
Dichotomised at < 4 0 = 1, 2 and 3, 1 = 4 and 5

flex
flexcut

1 (Strongly disagree), 2, 3, 4, 5 (Strongly agree).
Dichotomised at < 4 0 = 1, 2 and 3, 1 = 4 and 5

socint
socintcut

1 (Strongly disagree), 2, 3, 4, 5 (Strongly agree).
Dichotomised at < 4 0 = 1, 2 and 3, 1 = 4 and 5

health
healthcut
auto
autocut
fininc
fincut
traindev
traindevcut
chall
challcut
suppwork
suppworkcut
Prowork
Proworkcut
StafMan
StafMancut

1 (Strongly disagree), 2, 3, 4, 5 (Strongly agree).
Dichotomised at < 4 0 = 1, 2 and 3, 1 = 4 and 5
1 (Strongly disagree), 2, 3, 4, 5 (Strongly agree).
Dichotomised at < 4 0 = 1, 2 and 3, 1 = 4 and 5
1 (Strongly disagree), 2, 3, 4, 5 (Strongly agree).
Dichotomised at < 4 0 = 1, 2 and 3, 1 = 4 and 5
1 (Strongly disagree), 2, 3, 4, 5 (Strongly agree).
Dichotomised at < 4 0 = 1, 2 and 3, 1 = 4 and 5
1 (Strongly disagree), 2, 3, 4, 5 (Strongly agree).
Dichotomised at < 4 0 = 1, 2 and 3, 1 = 4 and 5
1 (Strongly disagree), 2, 3, 4, 5 (Strongly agree).
Dichotomised at < 4 0 = 1, 2 and 3, 1 = 4 and 5
1 (Strongly disagree), 2, 3, 4, 5 (Strongly agree).
Dichotomised at < 4 0 = 1, 2 and 3, 1 = 4 and 5
1 (Strongly disagree), 2, 3, 4, 5 (Strongly agree),
88 = does not apply.
Dichotomised at < 4 0 = 1, 2 and 3, 1 = 4 and 5

AHM Questionnaire
Presenteeism

36a

Description of
Variable
Work your required
number of hours

SPSS
variable name
Workhrs

Coding instruction
1 = non of the time, 2 = part of the time, 3 = most
of the time, 4 = all of the time, 5 = Does not apply
to my job.
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36b

Use your
equipment properly

EquipUse

36c

Concentrate on
your work

ConcentWrk

36d

Work effectively
with others

WrkOthers

36e

Work to the best of
your ability

BstAbility

36

Presenteeism; self
reported health
related productivity.

Present

Score: 1 = 0, 2 = 4, 3 = 5, 4 = 6 and 5 =0.
1 = non of the time, 2 = part of the time, 3 = most
of the time, 4 = all of the time, 5 = Does not apply
to my job.
Score: 1 = 0, 2 = 3, 3 = 4, 4 = 5 and 5 =0.
1 = non of the time, 2 = part of the time, 3 = most
of the time, 4 = all of the time, 5 = Does not apply
to my job.
Score: 1 = 0, 2 = 2, 3 = 5, 4 = 6 and 5 =0.
1 = non of the time, 2 = part of the time, 3 = most
of the time, 4 = all of the time, 5 = Does not apply
to my job.
Score: 1 = 0, 2 = 2, 3 = 3, 4 = 4 and 5 =0.
1 = non of the time, 2 = part of the time, 3 = most
of the time, 4 = all of the time, 5 = Does not apply
to my job.
Score: 1 = 0, 2 = 1, 3 = 2, 4 = 3 and 5 =0.
Score between 0 and 24, by adding the scores
from 16a, b, c, d and e.

Corporate Environment Factors

37

38

39

40

41

42
43

44

Description of
Variable
Work place is
comfortable and
pleasant to work in
Workplace is
comfortable cut
Equipment and
facilities to do job
Equipment to do
job cut
Information for job
Information for Job
cut
Work family
balance
Work family
balance cut
Hours off work in
past 4 weeks
Hours off work cut
Good manager
Good manager cut
Constructive
feedback
Constructive
feedback cut
Management is
aware of problems

SPSS
variable name
comfort

Coding instruction
(Strongly disagree) 1, 2, 3, 4, 5 (Strongly Agree)

ComfortCut

Cut < 4 (0 = 1,2 & 3; 1 = 4, 5).

EquipJob

(Strongly disagree) 1, 2, 3, 4, 5 (Strongly Agree)

EquipJobCut

Cut < 4 (0 = 1,2 & 3; 1 = 4, 5).

InformJob
InformJobCut

(Strongly disagree) 1, 2, 3, 4, 5 (Strongly Agree)
Cut < 4 (0 = 1,2 & 3; 1 = 4, 5).

Balance

(Strongly disagree) 1, 2, 3, 4, 5 (Strongly Agree)

BalanceCut

Cut < 4 (0 = 1,2 & 3; 1 = 4, 5).

HoursOff

More than 5 = 1, 2-5 hrs = 2, 0-2 = 3, None = 4

HoursOffCut
GoodMan
GoodManCut
Feedback

(Strongly disagree) 1, 2, 3, 4, 5 (Strongly Agree)
Cut < 4 (0 = 1,2 & 3; 1 = 4, 5).
(Non of the time) 1, 2, 3, 4, 5 (All of the time)

FeedbackCut

Cut < 4 (0 = 1,2 & 3; 1 = 4, 5).

ManProb

(Non of the time) 1, 2, 3, 4, 5 (All of the time)
Don’t know = 8
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45
46

47

48

49
50

51

52

52a

53

54

55

Management aware
of prob cut
Paid appropriately
for work
Contribution
adequately
recognised
Contribution
recognised cut
Focused and
productive at work
Productive at work
Work contributes to
business goals
Contribute to
business goals cut
Team Work
Team work cut
Career
opportunities better
within this
organisation
Career
opportunities cut
Opportunities to
develop my skills
and knowledge
Opportunities to
develop skills cut
Expect to be
working in this
organisation 12
months from now
Same org reversed
If 52 is No, why?

ManProbCut

Cut < 4 (0 = 1,2 & 3; 1 = 4, 5); 8 coded as 3

WorkPay

0 = Yes, 1 = No

ContribRec

(Non of the time) 1, 2, 3, 4, 5 (All of the time)

ContribRecCut

Cut < 4 (0 = 1,2 & 3; 1 = 4, 5).

ProdWork

(Non of the time) 1, 2, 3, 4, 5 (All of the time)

ProdWorkCut
BusGoals

Cut < 4 (0 = 1,2 & 3; 1 = 4, 5).
(Strongly disagree) 1, 2, 3, 4, 5 (Strongly Agree)

BusGoalsCut

Cut < 4 (0 = 1,2 & 3; 1 = 4, 5).

TeamWork
TeamWorkCut
CarOp

(Non of the time) 1, 2, 3, 4, 5 (All of the time)
Cut < 4 (0 = 1,2 & 3; 1 = 4, 5).
(Strongly disagree) 1, 2, 3, 4, 5 (Strongly Agree)

CarOpCut

Cut < 4 (0 = 1,2 & 3; 1 = 4, 5).

DevSkill

(Non of the time) 1, 2, 3, 4, 5 (All of the time)

DevSkillCut

Cut < 4 (0 = 1,2 & 3; 1 = 4, 5).

SameOrg

0 = Yes, 1 = No

SameOrgRev
DiffOrg

Free of harassment
and discrimination
Free of
discrimination cut
Management is
committed to
improving my
wellbeing at work
Management
improves well being
cut
Change job from
full time to other

DiscrimFree

0 = No, 1 = Yes
1 = Personal reasons (health, moving, retirement)
2 = Career change
3 = Dissatisfied with your job or pay
4 = Conflict at work
5 = Concerns over job security
(Strongly disagree) 1, 2, 3, 4, 5 (Strongly Agree)

Change job from

DiscrimFreeCu
t
Wellbeing

Cut < 4 (0 = 1,2 & 3; 1 = 4, 5).

WellbeingCut

Cut < 4 (0 = 1,2 & 3; 1 = 4, 5).

JobChange

(Strongly disagree) 1, 2, 3, 4, 5 (Strongly Agree);
N/A = 8

JobChangeCut

Cut < 4 (1,2,3 = 0, 4,5 = 1), 8 = System missing

(Strongly disagree) 1, 2, 3, 4, 5 (Strongly Agree)
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56

57

58

58

59
59

60

full time to other cut
Retirement plan
Retirement plan
reversed
Importance of
others
Importance of
others
(Dichotomised)
Retirement
workshops /
training
Retirement
workshops /
training
(Dichotomised)
Spouse / partner
retired
Spouse / partner
retired reversed
Living alone
Living alone
reversed
Hours of unpaid
work
Hours unpaid work
cut
Hours of unpaid
work cut rev
Hours of unpaid
work cut at 5
(Binned)
Hours of unpaid
work cut at 5
binned reversed
Supportive work
conditions (factor)
Positive attributes
of work (factor)
Loss through
retirement (factor)
Probability to retire
after 5 yrs
80% probability to
retire 5 yrs and
over
Probability to retire
before 5 yrs
80% probability to
retire before 5 yrs

RetPlan
RetPlanRev

0 = Yes, 1 = No
0 = no, 1 = Yes

OtherImp

(Not important) 1, 2, 3, 4, 5 (Very important)

OtherImpCut

Cut < 4 (1,2,3 = 0, 4,5 = 1)

RetTrain

(Not helpful) 1, 2, 3, 4, 5 (Very helpful)

RetTrainCut

Cut < 4 (1,2,3 = 0 (not important), 4,5 =
1(important))

SpouseRet

0 = Yes, 1 = No

SpouseRetRe
v
AloneCut

0 = No, 1 = Yes

AloneCutRev

0 = Yes, 1 = No
Spouse / partner retired Yes, No = 1, 88(N/A) = 0
0 = No, 1 = Yes

UnpaidHrs

Hours per week, 8 = Not applicable

UnpaidCut

0 = No hours of unpaid work, 1 = Unpaid hours
worked
0 = Unpaid hours worked, 1 = No hours of unpaid
work
0 = Less than 5 hours, 1 = More than 5 hours

UnpaidCutRev
UnpaidHrsCut
5
UnpaidHrsCut
5Rev

0 = More than 5 hours, 1 = Less than 5 hours

WorkSupportF

Continuous variable created by SPSS program

PositiveworkF

Continuous variable created by SPSS program

LossF

Continuous variable created by SPSS program

ProbToRetireA
bove5
ProbToRetireA
bove5Cut80

Value between 0 and 1

ProbToRetireB
elow5
ProbToRetireB
efore5Cut80

Value between 0 and 1

0 = <=.79, 1 = .80+

0 = <=.79, 1 = .80+
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Appendix D - Skewness and Kurtosis for significant variables
N
•
•
•
•

•
•
•
•
•
•
•
•
•

•
•
•
•

Age in Years
Years in
current
Council
Calculated
Work Ability
Index
Amount of
loss relating to
respect and
self esteem
Ability to pass
on skills
Good health
Financial
incentives
Increased
autonomy
Access to
training and
development
Challenging
work
A supportive
work
environment
Project work
Presenteeism,
self reported
health related
productivity
Loss through
retirement
Supportive
work
conditions
Expected
years to
retirement
Valid N
(listwise)

Min

Max
Stat

Std.
Deviation

Mean
Stat

Std.
Error

Kurtosis
Stat

Std.
Error

Stat

332

55

78

59.29

.194

3.531

1.147

.134

2.109

.267

332

0

45

16.06

.584

10.633

.432

.134

-.690

.267

332

13.0

49.0

41.217

.3261

5.9420

-1.203

.134

1.906

.267

332

1

5

1.92

.057

1.034

.814

.134

-.320

.267

332

1

5

3.18

.071

1.302

-.240

.134

-1.037

.267

332

1

5

3.58

.071

1.287

-.615

.134

-.697

.267

332

1

5

3.70

.066

1.208

-.813

.134

-.254

.267

332

1

5

2.92

.069

1.260

.042

.134

-.972

.267

332

1

5

2.77

.069

1.252

.143

.134

-.921

.267

332

1

5

3.03

.071

1.286

-.176

.134

-1.023

.267

332

1

5

3.59

.073

1.324

-.677

.134

-.690

.267

332

1

5

3.17

.073

1.323

-.264

.134

-1.038

.267

332

0

23

3.01

.268

4.886

1.895

.134

3.055

.267

332

1.57

4.57

2.6975

.02973

.54176

.438

.134

-.023

.267

332

1.00

5.00

3.2907

.05608

1.02178

-.612

.134

-.306

.267

332

1

5

3.16

.057

1.048

-.139

.134

-.788

.267
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Stat

Std.
Error

Stat

332

Statistic

Skewness

Appendix E – Normality
Age in years

5

A A A A

A

A A

4

A A A A A A A A

A

A

A

Normal P-P Plot of Regression
Standardized Residual
3

A A A A A A A A A A A A A A

2

A A A A A A A A A A A A A

1

Dependent Variable: Expected years to retirement

A

A A A A A A

55

60

A A

A A

A

65

70

A

75

Expected Cum
Prob

Expected years to retirement

Linear Regression

1.0
0.8
0.6
0.4
0.2
0.0

Expected years to retirem ent = 10.77 + -0.13 * Age
R-Square = 0.19

0.0 0.2 0.4 0.6 0.8 1.0

Observed Cum
Prob

Age in Years

Years of employment in current council
Linear Regression
A AAA A A A A A A A A A A

A

Normal P-P Plot of Regression
Standardized Residual

AAA AA

Expected years to retirem ent = 3.69 + -0.03 * CouncilYrs
R-Square = 0.11
4

AA A
AA AAAAAAA A AAA A AAA A A A A A A A A A A A
AA
AA

A

AAA

AA

Dependent Variable: Expected years…

A

1.0

AAA AAA
AA
A AA A AA
AAA A A A A A AA A A A A A AA A A A A

3

2

A A

A

AA
A AA A A A A A A A A A A A A A A A A A A A A A A A A A A
A AAAAAA

Expected
Cum Prob

Expected years to retirement

5

A

0.8
0.6
0.4
0.2

A

0.0
0.0 0.2 0.4 0.6 0.8 1.0

Observed …
A A

1
0

A

A

10

A

AAA A

20

A

A

AA

30

40

Years in current Council
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Work ability

Linear Regression
A A A A AAA A AAA A A AA A A

A

4

AA A A A A A AAAAAAAAAAAAAAAAA
AAAAA A A

A

Normal P-P Plot of Regression
Standardized Residual
Dependent Variable: Expected …

A

3

2

AA A

A

A AAAAA

A A A AAA
AAAAAAAAAAAAAA A A A

A A AAA A AAA AA A A AAAAAAA A AAA AAA AAA A A

Expected years to retirem ent = 2.13 + 0.03 * WAI
R-Square = 0.02
A

1

A AA

A

20.0

30.0

AAA A A A A A

40.0

Expected Cum
Prob

Expected years to retirement

5

1.0
0.8
0.6
0.4
0.2
0.0
0.0 0.2 0.4 0.6 0.8 1.0

50.0

Observed Cum
Prob

Calculated Work Ability Index

Presenteeism

A A

4

A A A A A A A A A A A

A A A

A

A

A

Normal P-P Plot of Regression
Standardized Residual
Dependent Variable: Expected …

A

A

A

1.0

3

2

A A A A A A A A A A A

A A

A A A A A A A A A A A A A A

Expected
Cum Prob

Expected years to retirement

Linear Regression
5

A A A A A

0.6
0.4
0.2

A A A A A

0.0
Expected years to retirem ent = 3.25 + -0.03 * Present
R-Square = 0.02

1

0.8

A

A A A

0

5

Observed …

A

A A

10

0.0 0.2 0.4 0.6 0.8 1.0

15

20

Presenteeism, self reported health related productivity
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Good health

5

A

A

A

A

A

4

A

A

A

A

A

Normal P-P Plot of Regression
Standardized Residual
Dependent Variable: Expected years t…

3

2

A

A

A

A

A

A

A

A

A

A

Expected years to retirem ent = 2.64 + 0.15 * Health
R-Square = 0.03

Expected Cum
Prob

Expected years to retirement

Linear Regression

1.0
0.8
0.6
0.4
0.2
0.0
0.0 0.2 0.4 0.6 0.8 1.0

1

A

A

A

A

A

1

2

3

4

5

Observed C…

Good health

Increased autonomy

5

A

A

A

A

A

4

A

A

A

A

A

3

A

A

A

A

A

Normal P-P Plot of Regression
Standardized Residual
Dependent Variable: Expected year…

Expected years to retirem ent = 2.73 + 0.15 * Auto
R-Square = 0.03
2

1

A

A

A

A

A

A

A

A

1

2

3

4

A

Expected Cum
Prob

Expected years to retirement

Linear Regression

1.0
0.8
0.6
0.4
0.2
0.0

5

0.0 0.2 0.4 0.6 0.8 1.0

Observed Cum
Prob

Increased autonomy
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Financial incentives
Linear Regression
A

A

A

Normal P-P Plot of Regression
Standardized Residual
4

A

3

A

2

A

A

A

A

Dependent Variable: Expected year…

A

A

A

A

A

A

A

A

A

Expected years to retirem ent = 2.29 + 0.24 * FinInc
R-Square = 0.07
1

A

A

A

A

A

1

2

3

4

5

Expected Cum
Prob

Expected years to retirement

5

1.0
0.8
0.6
0.4
0.2
0.0
0.0 0.2 0.4 0.6 0.8 1.0

Observed Cum
Prob

Financial incentives

Access to training and development
Linear Regression

4

A

A

A

A

A

A

A

A

A

A

Normal P-P Plot of Regression
Standardized Residual
Dependent Variable: Expected years t…

3

2

A

A

A

A

A

A

A

A

A

A

Expected years to retirem ent = 2.61 + 0.20 * TrainDev
R-Square = 0.06
1

A

A

A

A

1

2

3

4

Expected Cum
Prob

Expected years to retirement

5

1.0
0.8
0.6
0.4
0.2
0.0
0.0 0.2 0.4 0.6 0.8 1.0

Observed Cum
Prob
5

Access to training and development
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Challenging work opportunities
Linear Regression
A

A

A

Normal P-P Plot of Regression
Standardized Residual
4

A

A

A

A

A

Dependent Variable: Expected yea…
3

A

A

A

A

A

Expected years to retirem ent = 2.67 + 0.16 * Chall
R-Square = 0.04
2

1

A

A

A

A

A

A

A

A

A

A

1

2

3

4

5

1.0

Expected
Cum Prob

Expected years to retirement

5

A

0.8
0.6
0.4
0.2
0.0
0.0 0.2 0.4 0.6 0.8 1.0

Observed …

Challenging work

Supportive work environment
Linear Regression

4

A

A

A

A

A

A

A

A

Normal P-P Plot of Regression
Standardized Residual
Dependent Variable: Expected years to …

3

A

A

A

A

A

Expected years to retirem ent = 2.70 + 0.13 * SuppWork
R-Square = 0.03
2

1

A

A

A

A

A

A

A

A

A

A

1

2

3

4

5

Expected Cum
Prob

Expected years to retirement

5

A

1.0
0.8
0.6
0.4
0.2
0.0
0.0 0.2 0.4 0.6 0.8 1.0

Observed Cum
Prob

A supportive work environment

Supportive work conditions
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Appendix F -Sample and population statistics.

Description
Number of Councils
People in organisation
Number of people in
the population
Percentage of
Population to
organisation

Councils
3
4

1

2

5

6

Total

1
1579

1
543

1
450

1
365

1
1085

1
471

6
4493

217

72

58

78

180

78

683

13.74

13.26

12.89

21.37

16.59

16.56

15.20

58.97

N/A

59.45

58.84

59.68

59.17

3.69

N/A

4.06

3.38

3.55

3.38

.26

N/A

.40

.32

.671

.46

16.45

N/A

14.12

18.15

15.98

14.96

10.55

N/A

10.55

9.44

9.36

10.37

0.746

N/A

0.97

0.896

1.77

1.44

Age (N/A - not available)
Mean
age
of
60.41 59.46
59
59.41
population
60.33
59
59.17 58.49
Mean age of sample
Std deviation of age in
4.48
4.32
3.36
4.47
population
Std deviation of age in
3.96
3.43
3.63
2.48
sample
Std error of mean for
.304
.51
.44
.51
age in population
Std error of mean for
.44
.53
.61
.42
age in sample
Years in current council
Mean number of years
in Council for the 16.31 13.68 11.31 12.83
population
Mean number of years
12.9 12.59
in Council for the 17.08 14.1
sample
Std deviation of years
7.47 11.43
in Council for the 12.21 11.1
population
Std deviation of years
in Council for the 12.44 11.08 7.43 11.48
sample
Std error of mean for
1.31 0.981 0.981
years in Council for the 0.83
population
Std error of mean for
1.71
1.26
1.94
years in Council for the 1.38
sample
209

Gender
Percentage of females
38
32
48
25
27
in population
Percentage of females
41
28.6
45.9
42.9
21.4
in sample
Percentage of males in
62
68
52
75
73
population
Percentage of males in
59
71.4
54.1
57.1
78.6
sample
Work status (full time, part time, casual)
Work status Percent of
18.9
29.2
10.3
10.3
10.5
population Casual
Work status percent of 18.5
16.7
8.6
5.7
0.9
sample casual
Work status percent of
70.5
55.6
60.3
66.7
79
full time pop
Work status percent of
64.2
61.9
62.9
77.1
87.4
sample full time
Work status percent of
10.6
13.9
29.3
23
10.5
population part time
Work status percent of
17.3
21.4
28.6
17.1
11.7
sample part time
Work status combined
43.1
39.6
33.3
21
Part
time/casual 29.5
Population
Work status combined
38.1
37.2
22.8
12.6
part
time/casual 35.8
sample
Work place (indoor, outdoor)
Percentage of indoor
52
50
69
44
65
workers in population
Percentage of indoor
67
67
71
63
64
workers in sample
Percentage of outdoor
48
50
31
56
35
workers in population
Percentage of outdoor
33
33
29
37
36
workers in sample
Position in the organisation
Percentage of senior
8.4
10.3
6.4
6
managers/Manager in 3.2
population
Percentage of senior
17.7
11.4
17.1
12.6
manager/Manager in 3.7
sample
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32

33.67

32.1

35.32

68

66.33

67.9

64.68

N/A

15.84

7.1

10.08

N/A

66.42

75

70.7

N/A

17.46

17.9

19.22

N/A

33.3

N/A

29.3

65

57.5

64

66

35

42.5

36

34

N/A

6.86

0

12.5

Percentage of Line
managers
in
population
Percentage of Line
managers in sample
Percentage of nonmanagers
in
population
Percentage of nonmanagers in sample
Percentage
of
Technical managers in
population
Percentage
of
Technical managers in
sample

3.7

6.9

5.2

10.3

26.5

N/A

10.52

19.8

19

17.1

22.9

28.8

28.6

21.52

75.6

81.9

82.5

83.3

66.5

N/A

77.96

71.6

64.3

60

54.3

52.3

60.7

60.5

17.5

2.8

1.7

0

1

N/A

4.6

4.9

0

11.4

5.7

6.3

10.7

5.66

Adult offspring living at home
Yes

24

33

20

9

18

11

20

No

76

67

80

91

82

89

80

Education level
Primary education
Secondary education
Certificate level
Diploma level
Degree level
Graduate
Certificate
level
Post graduate level

2.5
37
24.7
12.3
8.6

4.8
31
19
14.3
14.3

0
31.4
25.7
11.4
11.4

2.9
25.7
34.3
5.7
14.3

1.8
35.1
25.2
9.9
10.8

3.6
28.6
39.3
21.4
0

2.4
33.1
26.5
11.7
10.2

7.4

9.5

8.6

2.9

9

3.6

7.5

7.4

7.1

11.4

14.3

8.1

3.6

8.4

4

5

6

Total

78

180

78

683

35

116

28

349

.45

.64

.36

.51

0

5

0

17

35

111

28

332

Questionnaire statistics – participation rate.
Description
1
2
3
Number of Questionnaires
217
72
58
sent
Number of questionnaires
88
43
39
returned
.41
.60
.67
Participation rate
Number of questionnaires
7
1
4
rejected
Number
of
usable
81
42
35
questionnaires
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Appendix G - Cases removed from the sample
Case
C056
C013
A050
A052
A072
A076
A114
B073
C007
D017
E127
E129
E163
E166
A011
A012
E048

Change
Removed
Removed
Removed
Removed
Removed
Removed
Removed
Removed
Removed
Removed
Removed
Removed
Removed
Removed
Removed
Removed
Removed

Comment
52 years of age
53 years of age
Excessive
amount
of
Missing data
Excessive
amount
of
Missing data
Excessive
amount
of
Missing data
Excessive
amount
of
Missing data
Excessive
amount
of
Missing data
Excessive
amount
of
Missing data
Excessive
amount
of
Missing data
Excessive
amount
of
Missing data
Excessive
amount
of
Missing data
Excessive
amount
of
Missing data
Excessive
amount
of
Missing data
Excessive
amount
of
Missing data
Univariate
outlier,
Multivariate outlier
Univariate
outlier,
Multivariate outlier
Univariate
outlier,
Multivariate outlier
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Appendix H - Descriptive statistics
Retirement before or after 5 years
Variable
Frequency
Less than 5 years to
191
retirement
5 years and over to
141
retirement

Percentage
57%
43%

Effects of retirement
Variable
Retirement income
Effect on Social life
The importance of life
structure
Effect on life structure
after retirement
Importance
of
generativity
Loss relating to job,
respect or status
Social importance at
work
Effect
on
life
satisfaction
Effect on loneliness
Ability to pass on skills

Comment
48% of respondents indicated enough retirement
income.
56% of respondents felt their social life would be
worse.
72% of respondents felt this was important to
them.
81% of respondents felt their life structure would
be worse if they retired.
78% of respondents indicated that being able to
pass on skills to others was important to them.
75%, 92% and 92% respectively indicated that
they would have no loss in regard to Job, respect
or status.
63% of respondents felt this was not important to
them.
55% of respondents indicated they would have
greater life satisfaction when they retired.
87% of respondents said they would not have an
increase in loneliness.
55% of respondents indicated that retirement
would not reduce their ability to pass on skills.

Incentives to delayed retirement.
Variable
Flexible
options

Comment
employment 58% of respondents indicated that flexible
employment options would help to keep them in
the work force after their expected retirement age
Good health
60% of respondents indicated that they would
stay longer if their health was good.
Financial incentives
67% of respondents indicated that financial
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Supportive
environment

work

Social aspects of work

Increased
autonomy

work

Access to training and
development
Challenging work

Project work
Reduction
in
management

staff

incentives would help to keep them in the work
force.
62% of respondents indicated that a supportive
work environment would help keep them at work
longer.
81% of respondents disagreed with the question,
indicating social aspects of work were not
important to their work / retirement decision.
67% of respondents disagreed, increased work
autonomy was not important in their work /
retirement decision.
72% disagreed, access to training and
development would not increase their desire to
stay in the work force.
60% disagreed, being provided with challenging
work would not help to keep them in the
workforce longer.
55% disagreed, being provided with project work
would not keep them in the work force longer.
78%
disagreed,
having
reduced
staff
management responsibilities would not help to
keep people in the workforce longer.

Work ability and presenteeism
Calculated
Ability Index

Work 73% (n=243) of respondents scored >38.1 on the
WAI scale. A higher score is indicative of better
health related productivity.
27% (n=89) had scores <= 38, which was the
bottom 25 pecentile.
Presenteeism,
self 77% (n=254) of all respondents scored <=4 on
reported health related the presenteeism scale. A lower score is
productivity, cut at the indicative of better health related productivity.
75th percentile
23% (n=78) had scored >5, which was the top 25
percentile.
AHM-HRA questions relating to management and organisational issues.
Workplace
is 70% of respondents felt the workplace was
comfortable.
comfortable.
Equipment to do job.
76% of respondents felt they had enough
equipment and adequate facilities to do their job.
Information to do the 74% of respondents indicated that they had
job.
enough information to do their job.
Work family balance.
69% of respondents felt they were able to
balance work and family.
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Hours off work

Good manager
Constructive feedback

Management aware of
problems.
Paid appropriately for
work.
Contribution
recognized.
Productive at work
Contribute to business
goals.
Team work.

Career opportunities

Opportunities
develop skills

to

Working
in
the
organisation
12
months from now.
If not working in
organisation why?

Free of discrimination

Management improves
wellbeing.

13% of respondents took more than 5 hours off
work in the past 4 weeks to look after family
issues.
68% of respondents indicated the person they
report to is a good manager.
52% of respondents indicated they received
regular and constructive feedback on their
performance.
56% of respondents believed that management
were not aware of problems at their level.
57% of respondents felt they were paid
appropriately for their work.
57% of respondents indicated that their
contribution and effort were not adequately
recognized.
88% of respondents believed they were
productive and focused at work.
83% of respondents believed that their work
contributes to the business strategy and goals of
the organisation.
80% of respondents indicated that their team or
department works well together to get the job
done.
70% of respondents indicated that their career
opportunities were worse in their current
organisation.
53% of respondents indicated that they were not
given opportunities to develop skills and
knowledge.
87% of respondents indicated they would be
working in their current organisations 12 months
from now.
63% indicated personal reasons (health, moving
and retirement); 10% due to a career change; 6%
dissatisfied with job or pay; 4% conflict at work;
14% concerns of job security.
60% of respondents indicated that the
organisation was free of harassment and
discrimination.
54% of respondents indicated that management
was committed to improving their wellbeing at
work.
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Other issues for older workers
Ability
to
current job

change 74% of respondents indicated that their job could
not be changed to something other than full time
work.
Retirement plan
53% of respondents indicated they did not have a
retirement plan in place.
Importance of others.
86% of respondents indicated that others were
important in the retirement decision process
Retirement training
56% of respondents indicated that retirement
training / workshops would help them make a
decision about retirement.
Spouse
/
partner 26% yes, 53% no, 21% not applicable
retired
Living alone, (Using 21% of respondents were living alone.
spouse
/
partner
retired)
Hours of unpaid work. 43% of respondents indicated they worked
unpaid hours.
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Appendix I - Factor (principal component) analysis
KMO and Bartlett's Test
Kaiser-Meyer-Olkin
Adequacy.
Bartlett's
Sphericity

Test

Measure

of

Sampling
.850

of

Approx. Chi-Square

5102.174

df

595

Sig.

.000

Communalities
Initial

Extraction

Importance of work social
life

1.000

.369

Effect on social life

1.000

.401

1.000

.414

Effect on life structure

1.000

.392

Effect on life satistaction

1.000

.421

Amount of loss relating to
Job/career

1.000

.561

Amount of loss relating to
respect and self esteem

1.000

.682

Amount of loss relating to
status and prestige

1.000

.632

Effect on loneliness

1.000

.663

Importance of generativity

1.000

.315

Ability to pass on skills

1.000

.180

Flexible
options

1.000

.509

Social interaction at work

1.000

.493

Good health

1.000

.594

Increased autonomy

1.000

.644

Financial incentives

1.000

.597

1.000

.608

1.000

.672

1.000

.721

Project work

1.000

.690

Work place is comfortable
and pleasant to work in

1.000

.358

Equipment and facilities to
do job

1.000

.308

Importance of life structure

employment

Access to training
development

and

Challenging work
A
supportive
environment

work
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Information for job

1.000

.455

Work / family balance

1.000

.283

Good manager

1.000

.454

1.000

.552

1.000

.390

1.000

.625

Focused and productive at
work

1.000

.419

Work
contributes
business goals

1.000

.417

Team work

1.000

.264

Career opportunities better
within this organisation

1.000

.333

Opportunities to develop
my skills and knowledge

1.000

.446

Free of harassment and
dicrimination

1.000

.373

Management is committed
to wellbeing

1.000

.537

Constructive feedback
Management
problems

aware

of

Contribution
recognised

adequately

to

Total Variance Explained
Com
pone
nt

Initial Eigenvalues
%
of Cumulative
Total Variance %

Extraction
Sums
of Rotation Sums of Squared
Squared Loadings
Loadings
%
of Cumul
%
of Cumul
Total Variance ative % Total
Variance ative %

1

6.126

17.501

17.501

6.126

17.501

17.501

5.413

15.467

15.467

2

5.661

16.174

33.675

5.661

16.174

33.675

5.292

15.121

30.588

3

3.051

8.717

42.392

3.051

8.717

42.392

3.603

10.296

40.883

4

1.936

5.532

47.924

1.936

5.532

47.924

2.464

7.041

47.924

5

1.488

4.252

52.176

6

1.318

3.766

55.942

7

1.134

3.241

59.183

8

1.063

3.038

62.221

9

.979

2.796

65.017

10

.950

2.714

67.731

11

.855

2.443

70.175

12

.825

2.357

72.532

13

.739

2.112

74.644

14

.687

1.962

76.606

15

.641

1.831

78.437

16

.587

1.678

80.115

17

.551

1.576

81.691

18

.535

1.528

83.219

19

.512

1.464

84.683
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20

.490

1.399

86.082

21

.462

1.320

87.402

22

.457

1.306

88.708

23

.433

1.236

89.944

24

.412

1.177

91.121

25

.404

1.153

92.274

26

.377

1.077

93.351

27

.329

.941

94.292

28

.317

.907

95.199

29

.292

.835

96.034

30

.280

.799

96.833

31

.261

.746

97.579

32

.237

.678

98.257

33

.235

.670

98.927

34

.214

.612

99.539

35

.161

.461

100.000

Scree Plot

Eigenvalue

6

4

2

0
1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25 26 27 28 29 30 31 32 33 34 35

Component Number
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Parallel analysis
Eigenvalue
Random
Standard
#
Eigenvalue
Error
1
1.6849
0.0047
2
1.6001
0.0032
3
1.5368
0.0031
4
1.4819
0.0029
5
1.4322
0.0024
6
1.3869
0.0025
7
1.345
0.0023
8
1.3061
0.0021
9
1.2676
0.002
10
1.2314
0.0019
11
1.1981
0.0019
12
1.1624
0.0018
13
1.1304
0.0018
14
1.0979
0.0017
15
1.0687
0.0017
16
1.0387
0.0017
17
1.0096
0.0016
18
0.979
0.0016
19
0.9229
0.0016
20
0.8958
0.0016
Number of variables = 36
Number of cases = 332
MacParallel Analysis © 2000 by Marley W. Watkins.
5/11/09, 10:30 PM

Component Matrix
Component
1
A
supportive
environment

work

.786

Project work

.756

Challenging work

.755

Increased autonomy
Access to training
development

2

.750
and

.720

220

3

4

Financial incentives

.677

Flexible
options

.636

employment

.339

Good health

.625

.356

Social interaction at work

.567

.381

Contribution
recognised

adequately

.702

Management is committed
to wellbeing

-.302

.663

Information for job

-.312

.596

Constructive feedback

.594

Opportunities to develop
my skills and knowledge

.578

Work place is comfortable
and pleasant to work in

.577

Good manager

.555

Free of harassment and
dicrimination

.538

Focused and productive at
work

.525

Management
problems

.510

aware

of

Equipment and facilities to
do job

.496

Team work

.491

Work / family balance

.489

Career opportunities better
within this organisation

.485

Work
contributes
business goals

.472

to

Effect on loneliness

-.390

-.304

.344

.431
-.752

Amount of loss relating to
respect and self esteem

.407

-.702

Amount of loss relating to
status and prestige

.385

-.678

Amount of loss relating to
Job/career

.358

.378

Effect on social life
Effect on life satistaction

-.522
.492

-.359

.390

Ability to pass on skills

-.363

Importance of life structure

.317

Effect on life structure

.550
.489

Importance of work social
life

.307

Importance of generativity

.437
.427
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Rotated Component Matrix
Component
1
A
supportive
environment

work

.818

Challenging work

.809

Access to training
development

.780
and

.770

Financial incentives

.767

Good health

.750

Flexible
options

employment

Social interaction at work
Contribution
recognised

3

.835

Project work
Increased autonomy

2

.708
.508

.424

adequately

.789

Constructive feedback

.726

Management is committed
to wellbeing

.709

Good manager

.667

Opportunities to develop
my skills and knowledge

.664

Management
problems

.619

aware

of

Information for job

.616

Free of harassment and
dicrimination

.586

Work place is comfortable
and pleasant to work in

.555

Career opportunities better
within this organisation

.554

Equipment and facilities to
do job

.512

Work / family balance

.446

Team work

.433

Amount of loss relating to
respect and self esteem

.816

Effect on loneliness

.810

Amount of loss relating to
status and prestige

.778

Amount of loss relating to
Job/career

.680

Effect on social life

-.569

Effect on life satistaction

-.539

Ability to pass on skills

.422
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4

Importance of life structure
Work
contributes
business goals

.636

to

.582

Effect on life structure

.539

Focused and productive at
work

.374

.521

Importance of work social
life

.519

Importance of generativity

.514

223

Appendix J - Logistic regression
Logistic regression with work ability – Model 1
Case Processing Summary
Unweighted Cases
Selected Cases

N
Included in Analysis

Percent
332

Missing Cases
Total

0

.0

332

100.0

0

.0

332

100.0

Unselected Cases
Total

100.0

Dependent Variable Encoding
Original Value
< 5 years to retirement

Internal Value
0

5 years and over to
retirement

1

Categorical Variables Codings
Parameter
coding
Frequency

(1)

Yes

188

1.000

No
No hours of unpaid work
Unpaid hours worked
No
Yes
38.1+
<= 38.0
Not enough retirement
income or unsure

144
191
141
176
156
243
89
174

.000
1.000
.000
1.000
.000
1.000
.000
1.000

Enough retirement income

158

.000

Paid appropriately for work
Hours of unpaid cut
Retirement plan rev
Calculated WAI bot 25 rev
Retirement Income cut
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Block 0: Beginning Block
Classification Table
Observed

Predicted

Expected years to retirement cut 5
< 5 years to
retirement
Step 0

Expected years to retirement < 5 years to retirement
cut 5
5 years and over to
retirement

5 years and over
to retirement
191

0

141

0

a. Constant is included in the model.
b. The cut value is .500

Classification Table
Predicted
Percentage
Correct

Observed
Step 0

Expected years to retirement < 5 years to retirement
cut 5
5 years and over to
retirement

100.0
.0

Overall Percentage

57.5

a. Constant is included in the model.
b. The cut value is .500

Variables in the Equation
B
Step 0

Constant

S.E.
-.304

Wald
.111

225

df
7.473

Sig.
1

Exp(B)
.006

.738

Variables not in the Equation
Score
Step 0

Variables

df

Sig.

Age

58.659

1

.000

CouncilYrs

36.819

1

.000

RetireInCut(1)

26.380

1

.000

UnpaidCut(1)

4.928

1

.026

FAC1_3Support

11.803

1

.001

RetPlanRev(1)

22.355

1

.000

3.821

1

.051

1.335

1

.248

116.422

8

.000

WAIBot25Rev(1)
WorkPay(1)
Overall Statistics

Block 1: Method = Enter
Omnibus Tests of Model Coefficients
Chi-square
Step 1

df

Sig.

Step

149.157

8

.000

Block

149.157

8

.000

Model

149.157

8

.000

Model Summary
Step

Cox & Snell R
Square

-2 Log likelihood

1

303.534

a

Nagelkerke R
Square

.362

.486

a. Estimation terminated at iteration number 6 because
parameter estimates changed by less than .001.
Hosmer and Lemeshow Test
Step

Chi-square

1

df

11.220

Sig.
8

.190

Contingency Table for Hosmer and Lemeshow Test
Expected years to retirement cut 5 Expected years to retirement cut 5
= < 5 years to retirement
= 5 years and over to retirement
Observed
Step 1

Expected

Observed

Expected

Total

1

32

32.460

1

.540

33

2

28

30.788

5

2.212

33

3

32

28.392

1

4.608

33

4

26

25.775

7

7.225

33

5

24

22.373

9

10.627

33

6

20

18.375

13

14.625

33

7

11

13.992

22

19.008

33

8

12

9.830

21

23.170

33

9

4

6.422

29

26.578

33

10

2

2.593

33

32.407

35
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Classification Table
Predicted
Expected years to retirement cut 5
< 5 years to
retirement

Observed
Step 1

Expected years to retirement < 5 years to retirement
cut 5
5 years and over to
retirement

5 years and over
to retirement
163

28

36

105

a. The cut value is .500

Classification Table
Predicted
Percentage
Correct

Observed
Step 1

Expected years to retirement < 5 years to retirement
cut 5
5 years and over to
retirement

85.3
74.5

Overall Percentage

80.7

a. The cut value is .500

Variables in the Equation
B
Step 1

a

S.E.

Wald

df

Sig.

Exp(B)

Age

-.383

.057

45.306

1

.000

.682

CouncilYrs

-.066

.015

19.499

1

.000

.936

RetireInCut(1)

.879

.308

8.154

1

.004

2.409

UnpaidCut(1)

.719

.300

5.741

1

.017

2.053

Supportive
work
conditions (factor)

.465

.155

8.988

1

.003

1.592

RetPlanRev(1)

.725

.304

5.696

1

.017

2.064

WAIBot25Rev(1)

.690

.335

4.236

1

.040

1.994

WorkPay(1)
Constant

.619

.294

4.436

1

.035

1.857

21.083

3.307

40.638

1

.000

1.433E9

a. Variable(s) entered on step 1: Age, CouncilYrs, RetireInCut, UnpaidCut, FAC1_3Support, RetPlanRev,
WAIBot25Rev, WorkPay.
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Variables in the Equation
95% C.I.for EXP(B)
Lower
Step 1

a

Upper

Age

.610

.762

CouncilYrs

.909

.964

RetireInCut(1)

1.318

4.405

UnpaidCut(1)

1.140

3.697

FAC1_3Support

1.175

2.157

RetPlanRev(1)

1.138

3.742

WAIBot25Rev(1)

1.033

3.846

WorkPay(1)

1.044

3.303

a. Variable(s) entered on step 1: Age, CouncilYrs,
RetireInCut, UnpaidCut, FAC1_3Support, RetPlanRev,
WAIBot25Rev, WorkPay.

Observed Groups and Predicted Probabilities
32 
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Symbols: < - < 5 years to retirement
5 - 5 years and over to retirement
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Logistic Regression with presenteeism – Model 2
Case Processing Summary
a

Unweighted Cases
Selected Cases

N
Included in Analysis
Missing Cases
Total
Unselected Cases
Total

Percent
332

100.0

0

.0

332

100.0

0

.0

332

100.0

a. If weight is in effect, see classification table for the total number of
cases.

Dependent Variable Encoding
Original Value

Internal Value

< 5 years to retirement

0

5 years and over to

1

retirement

Categorical Variables Codings
Parameter
coding
Frequency
Presenteeism cut 75
(Binned)
Hours of unpaid cut

Retirement plan rev

Retirement Income cut

<= 4

(1)

254

1.000

78

.000

No hours of unpaid work

191

1.000

Unpaid hours worked

141

.000

No

176

1.000

Yes

156

.000

Not enough retirement

174

1.000

158

.000

5+

income or unsure
Enough retirement income
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Block 0: Beginning Block

Classification Table

a,b

Predicted
Expected years to retirement cut 5

Observed
Step 0

< 5 years to

5 years and over

retirement

to retirement

Expected years to retirement < 5 years to retirement
cut 5

5 years and over to

191

0

141

0

retirement
a. Constant is included in the model.
b. The cut value is .500

Classification Table

a,b

Predicted

Percentage
Observed
Step 0

Correct

Expected years to retirement < 5 years to retirement
cut 5

100.0

5 years and over to

.0

retirement
Overall Percentage

57.5

a. Constant is included in the model.
b. The cut value is .500

Variables in the Equation
B
Step 0

Constant

S.E.
-.304

Wald

.111
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7.473

df

Sig.
1

.006

Exp(B)
.738

Variables not in the Equation
Score
Step 0

Variables

df

Sig.

Age

58.659

1

.000

CouncilYrs

36.819

1

.000

RetireInCut(1)

26.380

1

.000

UnpaidCut(1)

4.928

1

.026

FAC1_3Support

11.803

1

.001

RetPlanRev(1)

22.355

1

.000

PresentCut75(1)

4.529

1

.033

Overall Statistics

115.392

7

.000

Block 1: Method = Enter
Omnibus Tests of Model Coefficients
Chi-square
Step 1

df

Sig.

Step

145.706

7

.000

Block

145.706

7

.000

Model

145.706

7

.000

Model Summary

Step

Cox & Snell R

Nagelkerke R

Square

Square

-2 Log likelihood

1

306.985

a

.355

.477

a. Estimation terminated at iteration number 6 because
parameter estimates changed by less than .001.

Hosmer and Lemeshow Test
Step
1

Chi-square

df

10.388
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Sig.
8

.239

Contingency Table for Hosmer and Lemeshow Test
Expected years to retirement cut 5 Expected years to retirement cut 5
= < 5 years to retirement
Observed
Step 1

= 5 years and over to retirement

Expected

Observed

Expected

Total

1

31

32.361

2

.639

33

2

30

30.882

3

2.118

33

3

30

28.437

3

4.563

33

4

29

25.430

4

7.570

33

5

19

22.188

14

10.812

33

6

22

18.475

11

14.525

33

7

13

13.983

20

19.017

33

8

8

10.033

25

22.967

33

9

7

6.105

26

26.895

33

10

2

3.107

33

31.893

35

Classification Table

a

Predicted
Expected years to retirement cut 5

Observed
Step 1

Expected years to retirement < 5 years to retirement
cut 5

5 years and over to
retirement

a. The cut value is .500
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< 5 years to

5 years and over

retirement

to retirement

158

33

35

106

Classification Table
Predicted

Percentage
Observed
Step 1

Correct

Expected years to retirement < 5 years to retirement
cut 5

82.7

5 years and over to

75.2

retirement
Overall Percentage

79.5

a. The cut value is .500

Variables in the Equation

B
Step 1

a

S.E.

Wald

df

Sig.

Exp(B)

Age

-.374

.055

45.502

1

.000

.688

CouncilYrs

-.063

.015

18.079

1

.000

.939

RetireInCut(1)

.789

.303

6.793

1

.009

2.200

UnpaidCut(1)

.783

.297

6.947

1

.008

2.189

Supportive work

.467

.153

9.342

1

.002

1.595

RetPlanRev(1)

.687

.301

5.209

1

.022

1.987

PresentCut75(1)

.765

.340

5.056

1

.025

2.149

20.778

3.228

41.421

1

.000

1.056E9

conditions (factor)

Constant

a. Variable(s) entered on step 1: Age, CouncilYrs, RetireInCut, UnpaidCut, FAC1_3Support, RetPlanRev,
PresentCut75.
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Variables in the Equation
95% C.I.for EXP(B)
Lower
Step 1

a

Upper

Age

.617

.767

CouncilYrs

.912

.966

RetireInCut(1)

1.216

3.982

UnpaidCut(1)

1.222

3.920

FAC1_3Support

1.182

2.152

RetPlanRev(1)

1.102

3.585

PresentCut75(1)

1.103

4.186

a. Variable(s) entered on step 1: Age, CouncilYrs,
RetireInCut, UnpaidCut, FAC1_3Support, RetPlanRev,
PresentCut75.

Observed Groups and Predicted Probabilities
16  5

5<

<<

F
<<

R
12 <<

E
<<

Q
<< 5

U
<<5<< 5
55
5
5
5

E
8 <<<<<<< < 55
5
5
5 5

N
<<<<<<< 5< <<<
5 5
55
55 5 5 55

C
<<<<<<< << 5<<<
5 55
55
5 55 55 5 55

Y
<<<<<<< << 5<<< < 55 <55
555 5 5 55555 5 55
5 
4 <<<<<<<<<<55<<<5 <5<<<<555 5
<55 5 55 555555 5 5555 5 
<<<<<<<<<<<<<<<5 <5<<<<<5< 5
<<5555 5555<55555555555 55 5
<<<<<<<<<<<<<<<<5<<<<<<<<<<< << <<<<<5<<555<<<555<55555555 5
<<<<<<<<<<<<<<<<<<<<<<<<<<<<5<<5<<<<<<<<<5<<<<5<5<5<5<555555
Predicted

Prob:
0
.25
.5
.75
1
Group: <<<<<<<<<<<<<<<<<<<<<<<<<<<<<<555555555555555555555555555555
Predicted Probability is of Membership for 5 years and over
to retirement
The Cut Value is .50
Symbols: < - < 5 years to retirement
5 - 5 years and over to retirement
Each Symbol Represents 1 Case.
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Appendix K - Histograms for selected variables
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